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ARTICLE 1. RECOGNITION

1.1 Parties. This Agreement is between Clark County, Washington, hereinafter referred to asthe
County or the Employer, and Loca 17, The International Federation of Professona and Technical
Enginears, AFL-CIO, hereinafter referred to as the Union, for purposes of setting forth the mutua
understanding of the parties regarding wages, hours, and conditions of employment of those employees
for whom the employer has recognized the Union as the exclusive collective bargaining representative.

1.2 Exclusive Representative. The employer hereby recognizes Loca 17, The Internationa
Federation of Professond and Technica Engineers, AFL-ClO asthe exclusive bargaining
representative for the purposes stated in Ch. 41.56 RCW of dl regular full-time and regular part-time
employees employed within the bargaining units of this Agreement. The dassfications and bargaining
units covered by this Agreement are set forth in Appendices A and B. For the purposes of recognition,
"regular”" employees includes those occupying budgeted positions and working aregular schedule of
1,040 hours or more in any calendar year. The respective bargaining units covered by this Agreement
shdl exclude dl dected, confidentia, supervisory (except that lead supervisors shdl be included)
temporary and part-time (less than 1,040 hours per year) employees.
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ARTICLE 2. NON DISCRIMINATION

2.1 The employer and the Union agree that they will not discriminate againgt any employee by reason of
race, creed, age, color, sex, nationd origin, reigious belief, maritd status, mentd or physica disahility,
political affiliation or activity or any other categories of persons or activities protected by federd, state
or locd datutes, ordinances, rules or regulaions. In addition, employees shal not be discriminated
agang or harassed based on sexud orientation.

2.2 The employer agrees not to discriminate againgt any member of the Union for hisor her activity on
behdf of or because of membership in the Union.
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ARTICLE 3. UNION RIGHTSAND SECURITY

3.1 Maintenance of Membership. Except as provided in Section 3.2, dl covered employees shdl,
as a condition of continued employment, maintain their membership in good standing in the Union during
the life of this Agreement. New employees shal be enrolled on the first day of the caendar month
fallowing their hire date or gppointment to a position in the bargaining unit.

3.2 Religious Tenets Exception. Employeeswho are determined by the Public Employment
Redations Commisson to satisfy the rdligious exemption requirements of RCW 41.56.122 shdl pay an
amount equivadent to regular union dues and initiation fees. Those individuas paying religious exemption
(non+association) fees will be afforded payroll deductions the same as Union members. Non
association feeswill be paid to a non-religious charity mutualy agreed upon by the employee affected
and the Union to which such employee would otherwise pay the regular monthly dues.

3.3 Inthe event an employee member of the Union fails to maintain hisher membership or charitable
payment, the Union will natify the County in writing, a“Request for Discharge Letter,” through the
Human Resources Department of such employee's ddinquency.

3.3.1 The County agreesto give notice to the employee and the Union within five (5) working
days that his’her employment status with the County isin jeopardy and that failure to meet the
membership obligation within thirty (30) calendar days from the date such notice is received will
result in termination, and that the employee has an opportunity before the end of said thirty (30)
caendar day period to present to the affected department any information relevant to why the
employer should not act upon the Union’ s written request for the employee' s discharge.

3.3.2 Inthe event the employee has not yet fulfilled membership or charitable payment
obligation with the thirty (30) cdendar day period noted in the “Request for Discharge L etter,”
the Union shdl thereafter reaffirm in writing to the County with a copy to the employeg, its
origina written request for discharge of such employee. Unless sufficient lega explanation or
reason is presented by the employee why discharge is not appropriate or unlessthe Union
rescinds its request for the discharge, the County shall, as soon as possible theregfter effectuate
the discharge of such employee. If the employee has fulfilled the Union security obligation within
the thirty (30) cdendar day period, the Union shdl so notify the County through the Human
Resources Department with a copy to the employee.

3.3.3 If the Union has reaffirmed its request for discharge, the County shal notify the Unionin
writing, with a copy to the affected employee, that the County effectuated the discharge and the
specific date such discharge was effectuated, or that the County has not discharged the
employee, setting forth the reasons why it has not done so. Any disputes regarding the

County’ s failure to discharge the affected employee pursuant to this Section shdl be adjudicated
by the Public Employment Rdations Commisson.

3.3.4 The Union will notify the County of itsinitiation fees and dues. The County will deduct
such initiation fees and union dues from the wages of the employees and forward them to the
Union each pay period. Each pay period the County shall submit the dues to the address and
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name provided by the Union, accompanied by alist of dues-paying employees, thelr sdaries,
and the amount of their dues. The County and the Union have developed amutualy agreesble
dues deduction assgnment form for authorization of payments to the Union by payroll
deduction.

3.4 New Hires. The County agreesto provide the Union with written natification within thirty (30)
daysof transfers and/or new hires into and separations from the bargaining unit in afashion mutudly
acceptable to the parties. A meeting with the Union representative shall be included as part of new
employee orientation.

a TheUnion will notify the employer of itsinitiation fees and dues. The employer will deduct such
initiation fees and union dues from the wages of the employees and forward them to the Union each
pay period. Each pay period the County shall submit the dues to the address and name provided
by the Union, accompanied by alist of dues-paying employees, their salaries, and the amount of
their dues. The employer and the Union have devel oped a mutualy agreeable dues deduction
assignment form for authorization of payments to the Union by payroll deduction.

3.5 Printing and Digtribution. The County shal bear the cost of printing and binding this Agreement.
The County shdl provide copies of the Agreement to the gpplicable Union for digtribution to
represented employees. The County shall provide copiesto new hires.
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ARTICLE 4. MANAGEMENT RIGHTS

4.1 RightsReserved. The management of the County and the direction of the work force is vested
exclusvely in the employer subject to the terms of this Agreement. The parties agree that existing
established past practices not covered by this Agreement on mandatory subjects of bargaining shall be
dtered only with agreement of the parties. The County shdl notify the Union in writing of proposed
changes to the County Human Resources Policy Manud or to any mandatory subject of bargaining not
covered by this Agreement. This article does not retrict the right of an employee to use the grievance
procedure st forth in Article 20, below.

4.2 Except as specificaly limited by the express terms of this Agreement, the parties recognize the
following rights of the County:

4.2.1 Determine the methods, processes and means of providing services.

4.2.2 Increase, diminish or change equipment, including the introduction of any and dl new,
improved or automated methods or equipment.

4.2.3 Make or change the assgnment of employees to specific jobs within the bargaining unit in
accordance with their job classfication or title.

4.2.4 Hire, transfer and promote including determination of the qualifications, methods and
Standards thereof.

4.25 Discipline regular employeesfor just cause and discipline probationary employees for any
lawful reason.

4.2.6 Determine or change standards and expectations for employee performance and
conduct.

4.2.7 Evduae employeesincluding the use or modification of performance gppraisa programs.

4.3 Useof Temporaries. The County may employ temporary employees on a seasond, cyclic, or
short-term basis, or to assst during an unusudly high workload. A temporary employee normaly will
not be employed more than 1,040 hours in acaendar year, unless extended with mutual agreement of
the Union and the County. The County will notify the Union(s) quarterly of the number and identity,
date of hire, classfication & department of temporary employees. The County will not rotate
temporaries through the same postion.

Except where mutualy agreed upon, temporaries shall be paid no more than the entry step rate for the
classfication they have hired to work in.

4.4 Project Employees. The County may employ project employees for long term but limited
duration projects for up to twenty-four (24) months on afull time bass. Project employees are digible
for sdected benefits: vacation, observed and floating holidays, sck leave, medica and dentd insurance,
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and the Employee Assistance Program in the same manner as employees covered under this
Agreement. Project employees shdl be required to be members of the Union with rights equivaent to
probationary employees but shal not be entitled to bump or displace covered employees when laid off
at the conclusion of the project nor shal they be entitled to seniority rights.

4.5 Use of Alternative Workersand Non-Bargaining Unit Personnel. The County may, inits
discretion, make use of various dternative workers for rehabilitative, societal or other purposes
including volunteers, offenders, youth programs, interns, senior citizens, welfare recipients and the
disabled or assgn tasks to personnd from other bargaining units and non-represented employees
provided such activity does not result in the layoff of bargaining unit employees or areduction in the
number of bargaining unit postions. The parties affirm the principle that dternative workers should be
used as a supplement to and not in place of bargaining unit members.

4.6 Contracting Out. The County may contract out bargaining unit work provided such activity does
not result in the layoff of bargaining unit employees or a reduction in the number of employees or
positions within the bargaining unit. The County shall provide fifteen (15) working days natice to the
affected Union and its representatives.

4.7 Performance Evaluation. The County retains the right to eva uate employees including the use or
modification of performance appraisa programs. The County agrees to provide for employee and
union input on the development of any new appraisa form or system or a substantial change to forms or
sysems now inuse.  The parties further agree to the following dements of a performance appraisa
sysem:

a The purpose of performance evauationsis to provide employees with clear expectations and
feedback regarding their performance againgt those expectations and to promote communication
between the employees, their supervisor and the department head.

b. The employer may establish or revise procedures and forms for performance evaluations, so
long as such procedures and/or forms are reasonable. Peer evaluations shdl not be utilized except
that employees in lead positions shdl be expected to provide input on eva uations of employees
under their lead.

c. Employees may apped performance evauations to the reviewer or second (2nd) level signatory.
If still unsatisfied they may apped to the department head. The department head' s decisions shdll
befind.

d. Performance Evauations should be used to document previoudy raised problems and concerns.
Except in unusud circumstances, problems not previoudy raised should not be incdludedin
evauations. Performance evauations are not intended to replace or diminish the principle of
progressive discipline.

e. Performance evaduations, including employee comments and reasonable rebutta materids, shal
be included in personnel files. The County shdl drictly guard the confidentidity of employees
performance evauations.
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f. In cases where more than ayear has passed since the previous performance evauation without
any intervening issues, the County will not utilize any performance issues from that performance
evauation to hinder an employee' s opportunity to seek a promotion or transfer.

0. Performance evauations are not to be used solely as abasis for disciplinary action.
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ARTICLE 5. LABOR MANAGEMENT COMMITTEE

5.1 The County and the Union agree to establish ajoint committee consisting of three (3)
representatives of the Union and three (3) representatives of the County. The purpose of this
committee is to discuss matters of concern by ether party. Meetings will be held as needed and may be
cdled by ether party; meetings will be conducted during the County business hours alowing employee

membersto participate on paid time. Responsibility for coordinating the meetings will dternate between
the parties.

Clark County and Local 17 Page 8
Agreement for 2006 —2009



ARTICLE 6. UNION REPRESENTATIVESAND ACTIVITIES

6.1 The Union shdl inform the employer in writing of the names of its officers and gewards who are
authorized to represent the Union.  Such information shall be kept up-to-date at dl times.

6.2 Accessto Workplace. Union representatives may, after informing the supervisor, vist the work
location of employees covered by this Agreement.  Access shdl be dlowed provided it does not
disrupt the regular work activities of employees or the department.

6.3 Use of County Resources

6.3.1 The County agrees to furnish and maintain suitable bulletin boards for the Union’susein
communicating to members.  The Union shdl limit its posting of notices and bulletinsto such
bulletin boards.

6.3.2 The Union may use County communications resources (telephone, voice malil, e-mall,
mail digtribution, bulletin boards) for communications thet relate to the Union’s business
relationship with the County. All other uses require gpprova of the County and requests should
be directed to the gpplicable department head or hisher designee.

6.3.3 Use of County facilities for Union meetings shal be permitted, subject to the genera rules
and conditions for public use of County facilities.

6.4 Release Time. Employee officers of the Union or stewards shal be alowed reasonable release
time without loss of pay for the purposes of meetings with the employer for collective bargaining,
grievances or disciplinary hearings or such other legitimate activities as are mutudly agreed. Nothing in
this Agreement shdl be construed to require employees to receive compensation from the employer for
representation activities occurring outside of the employee's regularly scheduled work hours or for such
time to be counted as time worked for overtime caculation.  Work hours shal not be used by officers,
employees or business representatives for solicitation of Union membership, collection or checking of
dues, Union meetings or other activities relating to the internal business of the Union.

6.4.1 Employee Union representatives shdl request permisson from their immediate manager
for release time. Such request shal be granted provided rel ease time does not unreasonably
detract from their work performance and is in compliance with the above requirements as to the
nature of the activity.

6.4.2 Employee Union representatives shal be alowed one hour of release time preceding or
following meetings with the employer for preparation/debriefing activities.

6.4.3 The Union may use County communications resources (tel ephone, voice mail, e-mall,
mail digtribution, bulletin boards) for communications that reate to the Union’s business
relationship with the County. All other uses require gpprova of the County and requests should
be directed to the applicable department head or higher designee.
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6.5 Union Business L eave. Eachbargaining unit shdl be granted two (2) days per year Union
business leave for use by Officers and stewards for Union conferences and conventions.

6.5.1 The Union may ask and the County may grant Union leave for up to one (1) year. This
leave shdl gpply to one (1) person a any onetime and shall only be granted to alow the
individua to perform duties for the Union.

6.5.2 Leavesfor Union business shdl be governed by the provisions of Section 16.6, Other
Leaves and Section 17, Insurance.
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ARTICLE 7. STRIKESAND LOCKOUTS

7.1 During thelife of and for the duration of this Agreement, including any status quo period following
the expiration of this Agreement, the Union, including agents, officers, representatives, and bargaining
unit members shdl not engage in, acquiesce in, observe or encourage any strike, dowdown, primary
picketing, sick-out, St-down, or other disruption or soppage of work at any County facility or a any
location where County services are performed nor shall there be any lockout of bargaining unit members
by the County. If any such activity takes place, the Union will immediately notify al Union agents,
officers, representatives, and bargaining unit members engaging in such activity to cease and desst, and
the Union shall publicly declare by letter to the Board of County Commissioners and the Human
Resources Department that such activity isin violation of this Agreement and is unauthorized. Inthe
event the Union fails to fully and faithfully discharge its duties under this Article, the Employer shdl be
entitled to recover itslossesincurred as aresult of activity in violation of thisArticle. In the event of a
lockout in violation of this Article, affected employees shdl be entitled to be made whole for any wages,
benefits and rights lost as aresult of such lockout. Any employee engaging in any activity in violation of
this Article may be subject to immediate disciplinary action or discharge and the only matter related to
such action which may be subject to gpped is the question of whether or not the employee engaged in
such activity.
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ARTICLE 8. JOB ASSSIGNMENTSAND CLASSIFICATION

8.1 Work Assignments and Duties. The employer may make or change the assgnment of
employees to specific jobs within the bargaining unit in accordance with their specific job classfication
or title.

8.1.1 Work Out of Class. Employeesin certain work- out- of-classfication assgnments may
be eigible for additiona compensation as provided by Section 12.8.

8.1.2 Career Development. Employees may be assgned higher-leve work for training and
development purposes on alimited term basis. The Department shdl make every effort to
digribute such assignments on an equitable basis. Assgnments of employeesto apostionina
higher-leve dassification under this Section shal normaly be for a maximum of sixty (60) days
unless otherwise agreed or work-out- of-classfication pay is offered. Employees shdl be
informed in writing of the purpose of the assgnment and its expected duration. Career

Devel opment opportunities shal not be used to prevent the filling of vacant positions.

8.1.3 Alternate Staffing. Alternate daffing is defined as the budgeting of a podtion at more
than one dassfication level within ajob series. Employeesfilling dternatdy staffed positions
may be assgned duties at any of the classification levels of the position and shdl be igible for
promation when performing fully satisfactorily at the higher leve in the judgment of the
department. Classfications which are dternately saffed are listed in the County pay plan.

8.2 Reclassification.

8.2.1 Job dassfications shal be defined by the current class description for each of the job
classtitles covered by this Agreement. The County may revise and update classfications to
reflect current duties and qudifications for each classfication. The Union shal be provided
notice of any subgtantial changes and afforded the opportunity to bargain the effects of the
change with respect to mandatory subjects of bargaining.

8.2.2 Employeeswho believe they are misclassified or have been assigned work outside of
thelr current classification must notify their supervisor or manager in writing. If the department
agrees that a reclassfication is appropriate the supervisor or manager will request a study of the
position(s) by Human Resources. If the employee's department disagrees with the request, they
ghdl so natify the employee in writing within thirty (30) days. If the employee till disagrees,
they may appedl the decision to the Human Resources Department. The Human Resources
Department will notify the employee within sixty (60) days as to whether the position warrants
study and an anticipated date for study. The effective date of any change will be the date of the
adoption of the study or the beginning of the saventh (7th) month following receipt of the officid
request by the Human Resources Department, if the study has not been completed within six (6)
months.

8.2.3 When apostion isreclassified, the incumbent shal be continued in the position when the
following criteriaare met:
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a The changein duties evolved over aperiod of time, generaly sx (6) months or longer
(versus occurring instantaneoudy, such as via reorganization) and;

b. The incumbent has occupied the position and has performed substantialy dl the duties of
the new classfication for sx (6) months and;

¢. Theincumbent meets dl of the published minimum requirements of the new classification.

8.2.4 If these qudifications are not met the employee may continue in the podition as an under
fill for up to twelve (12) months or be reassigned to another vacant and suitable position for
which the employee is qudified in the same classfication in the department. If thereisno
position available and an under fill is not practicd, the employee shdl be laid off.

8.3 Salariesfor New/Revised Classifications. When anew classficaionisrequired or a
subgtantial change is made to an exigting job classfication in the area of an "upward" changein
respongbilities or quaifications the employer will develop/revise the classification description, proposed
sdary and proposed bargaining unit assgnment. The sdary range for the new/revised classfication shall
be established following employer procedures so that the sdary of the new dlassis equitablein
comparison to exigting bargaining unit classes. The Union shdl be provided notice of the alocation and
afforded the opportunity to negotiate as to the sdlary and bargaining unit dlocation. The employer may
effect the proposed sdary pending negotiations. If the parties agree to a change to the
saary/classfication, the change shall be retroactive to the County's origina gpprova date.

Clark County and Local 17 Page 13
Agreement for 2006 —2009



ARTICLE 9. FILLING OF VACANCIES

9.1 Vacanciesand Posting. Except as otherwise provided herein, job postings to fill new or vacant
budgeted full or part-time bargaining unit positions shal be digtributed via e-mail and avalable on the
County LAN (KACOUNTY\HRCOUNTY\JOBANN). Departments without access to electronic
communications will receive a hard copy of the announcement for posting on employee bulletin boards.
Employees interested in pogitions in specific classfications must follow the posting procedures. The
filing period shdl be a minimum of ten (10) working days unless otherwise agreed. Such notice shall
include the dassfication, sdary, description of the duties of the pogtion, quaifications, knowledge, skills
and abilities and selection process. Only qudified candidates who gpply within the established filing
period will receive congderation for such vacancies.

9.2 Classfication Recruitments. Recruitments may be conducted on a position-by-position basis
or on aclassfication basis. Classfication recruitments shdl clearly specify that the recruitment may be
used to fill future vacant positions. When arecruitment is conducted on a classification bas's, the pool
of quaified candidates may be used to fill multiple current and future vacancies within a classfication for
up to twelve (12) months from the find posting date or as otherwise provided by the gppendicesto this
Agreement. Employee-candidates within the pool shall be referred to available vacancies based on
ther overd| qudifications as wdl as specific qudifications, skills and preferences for particular
vacancies.

9.3 Promotional Opportunities.

9.3.1 When, in the judgment of the Human Resources Department, sufficient candidates from
within the County are qudified, available and interested, the recruitment may be restricted to
internal candidates. Promoationd recruitments may be further restricted to employees of a
particular bargaining unit or department.

9.3.1.1 Vacant postions may be posted on a smultaneous or interna/externa basis,
based upon the following guiddines:

a All externd applicationswill be collected directly by the Human Resources
Department.

b. The County shdl first review and consider interna applications prior to reviewing
any externd gpplications.

9.3.2 Employees may apply for open recruitments and will receive consideration if they meet
al required qudifications. When the selection decison is between externa and interna
candidates and the knowledge, skills, and abilities of the candidates are substantialy equd,
preference shdl be granted to internd candidates, first within the Department, then within the
bargaining unit, then other interna candidates.

9.3.3 When the sdlection decison is between two or more interna candidates within the
bargaining unit who are entitled to preference under Section 9.3.2, bargaining unit seniority shall
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prevall where the qudifications, knowledge, skills and abilities of the candidates are subgtantialy
equdl.

9.4 Posting Alternatives. Asan dternative to pogting, the appointing authority may eect to fill
positions by any of the following means. Only qudified employees may be gppointed by these means.

9.4.1 Transferswithin or between classifications. See Appendix A Section 5.0 or
Appendix B, Section 3.0.

9.4.2 Demotions. Voluntary and involuntary (as provided in Article 19) demotions may be
made only to vacant and available postions.

9.4.3 Tranders and demotions of a qualified employee as an dternative to layoff.
9.4.4 Through abumping or displacement procedure prescribed by this Agreement.

9.4.5 Temporary employees may be gppointed without a competitive posting with consent of
the department head only for the specific position that they held as atemporary employee and if
they held that pogition for aminimum of six (6) months. Converted temporary positions that
represent a promotiona opportunity for regular employees may not befilled without a

competitive posting.

9.4.6 By appointment of the incumbent of a position that has been reclassified (upwards,
downwards or lateraly) and who meets the criteria required to be continued in the position as
provided by Section 8.2.

9.4.7 When aposition and incumbent are moved to another department or division through
reorganization or other means.

9.4.8 To accommodate the transfer or demotion of an employee from another classification due
to temporary or permanent disability.

9.4.9 To accommodate job sharing arrangements as provided by this Agreement.
9.4.10 By gppointment of alad off employee from arecdl ligt.

94.11 By reingatement of an employee who resigned from a position in the same classfication
and left in good standing within twelve (12) months prior to the reingtatement. However,
reinstatement may not be used in lieu of promotiona recruitments, thet is employees are only
eigiblefor reingtatement to classfications typicaly recruited for from the outside. Employees
who, pursuant to this provison are reingtated to their former classfication within twelve (12)
months of separation shal be entitled to bridge their seniority for al purposes except layoff.
Their seniority date shal be conddered the former date of hire, lessthe break in service.
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ARTICLE 10. WORK HOURS

10.1 Employee Work Schedules. Except as otherwise established by the appendicesto this
Agreement, the available work schedules shdl be one of the following:

a. Five (5) consecutive days of eight (8) consecutive hours, excluding lunch periods, followed by
two (2) days off.

b. Four (4) days of ten (10) hours, excluding lunch periods. Such 4-10 schedules shdl provide a
minimum of two (2) consecutive days off in each 7-day workweek.

c. Four (4) days of nine (9) hours and aday of four (4) hours, excluding lunch periods.

10.1.1 The county may continue to utilize schedules for which Saturday or Sunday isaregular
work day for those work units which operate on a 7-day basis and for those classfications for
which one or more employees are currently working a shift which includes Saturday or Sunday.
The extenson of Saturday or Sunday shifts to new classfications or work units requires mutua
agreement of the parties.

10.1.2 Except in cases of emergency or other unavoidable circumstances beyond the County's
control, employees shal be notified in writing of permanent changes in the work schedule at
least seven (7) daysin advance of their effective date. Schedule changes madein nornt
emergency Stuations with less than seven (7) days notice shdl result in the payment of overtime
for dl work hours outside of the normd shift until the seven (7) day notice period has elapsed.

10.2 Workday. A workday shdl begin between 6:00 AM and 9:00 AM at the employee's regularly
assigned workgtation unless an earlier or later starting time is established by the department.

10.3 Alternative Schedules and Changes.

10.3.1 Employees or the County may propose dternative work schedules within the limits of a
maximum forty (40) hour per week schedule and such schedules may be established by mutua
agreement of the Union and the County. No work schedule is permitted which would result in
the payment of overtime for hours worked during the regular work shift. This Section is
intended to address long term or continuing schedule changes. If an employee requests an
dternative work schedule, the County will consider the request and respond in writing with the
approval or denid (induding the reasons for the denid) within 30 caendar days of the request.

10.3.2 With advance gpprova of the appropriate level of management (as determined by the
Department), employees may “flex” their schedules within awork week, for example working a
nine (9) hour day followed by a seven (7) hour day to accommodate persond or work
gtuaions. This Section isintended to address occasiond or intermittent changesto the
schedule.

Clark County and Local 17 Page 16
Agreement for 2006 —2009



10.4 Mealsand Breaks. All employees shdl have one unpaid med period at the gpproximate
midpoint of each work shift of five (5) hours or more and two (2) paid rest periods of fifteen (15)
minutes each, one (1) in each haf of afull-time shift. An employee who normally recelves a one haf
(*2) hour meal period may request a one (1) hour meal period or vice versa.  Employees may not
forego amed period to curtall the length of their working day.

10.5 Job Sharing. Job Sharing isatype of dternative scheduling in which two employees of the same
job classfication share the work schedule and duties of a single full-time position. Job Sharing
proposas from employees may be considered by individua departments when it can be shown that the
proposa can be implemented without significant adverse effects on the effectiveness of County services.
Job Sharing is avoluntary arrangement and may be congdered only when no significant extra costs
above those of a sngle full-time employee will be incurred by the County. Job sharers must bein the
same job classfication.

10.5.1 Initid and continuing gpprova of the Job Share arrangement will be contingent on both
partners meeting al of the required quaifications for the job and performing a afully effective
performance levd.

10.5.2 Supervisory practices such as salary increases, performance evauation and discipline
will take place separately with each partner.

10.5.3 The County may cancel a Job Share arrangement if it determinesit is no longer meeting
the needs of the department. Similarly, the employees may dect to terminate the arrangement
ether jointly or through the resignation of one of the partners. Termination of Job Sharing
arrangements will require thirty (30) days notice, except when one partner resgns with atwo
(2) week notice. If the arrangement is terminated, and there is no agreement regarding who will
resgn or assume full-time responghilities, the employee with the most seniority will assumethe
full-time respongbilities.

The remaining Job Share partner will have the option to resign or transfer to an available
pogition. If the remaining Job Share partner was hired from outside of the bargaining unit and
has less than two years seniority, that partner will assume full-time respongbilities temporarily
until the pogtion isfilled through the hiring process. If the employee with two years or less
seniority is digplaced through the hiring process the employee will be placed in the position left
vacant as aresult of the hiring process.

10.5.4 Earned vacation, sick leave, holiday hours and participation in the Washington State
Public Employees Retirement System (PERS) will be prorated according to the number of
hours worked (e.g. Job Share partners scheduled to work twenty (20) hours weekly will accrue
fifty (50) percent of the earned vacation, sick leave and holiday hours of a full-time employee).

10.5.5 Insured benefits such as health, dentd, life, etc. will be provided to the job shared
position identica to those of afull-time pogtion, at the family coverage level. Job Share
partners may prorate the benefits or may agree to adivision of benefits subject to the approval
of Human Resources. Proposed changes to the dlocation of the insured benefits may be
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submitted to Human Resources for gpprova during the County's annua enrollment for an
effective date of January 1 of each year. Additiona hours worked over the scheduled amount
shdl be pad a the sraight time rate and shal not result in a change in the division of hedth and
insurance benefits. Overtime shadl be payable for hours worked by either partner in excess of
forty (40) hours per week or as otherwise provided by this Agreement.

10.5.6 Seniority for step increases and layoff will be based on the seniority of each of the Job
Sharersindividualy.

10.5.7 Application Procedure.

a Anemployee currently in afull-time position who desires a Job Share arrangement must
submit awritten proposa to their Department Head/Elected Officid. The proposd should
indude the fallowing information:

A owbdpE

5.

6.

Names of employees who will Job Share;

Pogition in which the Job Share is desired,

Proposed work schedule for each employee;

Proposed method of alocation and coordination of job responsbilities between the
Job Share employees,

Proposed procedures and routines for ensuring the informeation flow is maintained;
and

Proposed divison of County insurance benefits.

b. Upon receipt of the request, the Department Head/Elected Officia and Human
Resources will evauate the proposa and respond to al below listed partieswithin thirty
(30) days. The find written plan must be signed by both Job Share partners, the
Department Head/Elected Officid, Human Resources, and the Union.
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ARTICLE 11. OVERTIME
11.1 Work periodsfor Overtime Calculation.

11.1.1 Work Periodsfor Overtime Calculation. Except as provided below, the work
week for overtime caculation shal be the period of seven (7) consecutive twenty-four (24) hour
days beginning with the reporting time following the employee’ s regularly scheduled days of f
(“weekend”); for example, 8:00 AM Monday to 7:59 AM the following Monday. The daily
work period shdl be the period of twenty-four (24) consecutive hours commencing with the
employee' s scheduled start time on each scheduled day of work.

11.1.2 For work schedules of four (4) days of ten (10) hours, the work week shall be the
period of seven consecutive twenty-four (24) hour days beginning on Sunday at 12:00 AM.
The daily work period shdl be the period of twenty-four (24) consecutive hours commencing at
12:00 AM on each scheduled day of work.

11.1.3 An employee requested to come in to work prior to the regular sarting time shall have
the option of going home at the end of eight (8) or ten (10) hours, being paid a the straight time
rate, or working to the end of the regular shift with the additiond time at overtime rates,
provided the supervisor does not have additiona work that is necessary.

11.2 Compensation for Overtime. Employees normally shdl be compensated at one and one- haf
(1%2) timesther regular (as defined in Section 12.2.2) rate of pay for hours worked in excess of forty
(40) in aweek or in excess of their eight (8), nine (9) or ten (10) hour daily shift. Except as provided
below, the calculation of time worked for overtime purposes shdl include paid leave: holidays, floating
holidays, vacation, sick leave and comp-time used. Overtime will be paid to the nearest quarter hour.

11.2.1 In the case of employees who are on paid leave for a part of the work day and work
outsde of ther regularly scheduled shift, the employee shdl have the option of being paid for the
additiona hours at the straight time rate or reducing the amount of leave used. For example, an
8-5 employee who is off for two (2) hours due to a medica appointment but who works until 7
PM has worked atota of eight (8) hours and no use of sick leaveis necessary. The employee
may report either 1) eight (8) hours regular time and two (2) hours Sick leave or 2) eight (8)
hours regular and zero (0) sSick leave. Leave need only be charged as necessary to make up the
difference between the norma work hours and the hours actualy worked. Daly overtimeis
payable only for hours wor ked in excess of the regular 8, 9 or 10 hour shift.

11.2.2 Holiday time shdl be counted as time worked only for the purposes of paying overtime
for work outsde of the regular schedule. Holiday hours paid for a holiday fdling on the
employee’ sday off, shal be pad at the Sraight timerate. For example, a Tuesday through
Friday 4-10 employee shdl receive eight (8) hours pay (or compensatory time pursuant to
Section 11.2) for aholiday which fals on Monday and shall thus be compensated for 48 sraight
time hours for the week.
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11.3 Compensatory Time Option. With authorization of the department and the employee, an
employee may eect to be compensated for overtime or holiday work in the form of compensatory time
off rather than pay. Such dection must be made in advance, either on astanding or ad hoc basis.
Either party may require that overtime be compensated in pay. Such compensatory time off may be
accumulated to a maximum of eighty (80) hours.  Unused compensatory time shdl be paid off at the
employegs regular rate at the time of termination or transfer to another department.

11.4 All overtime must be authorized by the employeg's Department Head or his’her authorized
representative prior to being worked.

11.5 Callback Pay.

1151 Anemployeewho is caled back to work after completion of hisher regular shift shdll
receive calback pay as provided herein.

a Unscheduled calback, regular work day: Two hours plus time worked, dl paid a time
and one half.

b. Unscheduled calback, on regular day off: Two hours plus time worked, al paid at time
and one hdf with aminimum of two hours (on time worked).

c. Scheduled cdlbacks, regular workday: Time and one haf on hours worked, no minimum
hours.

d. Scheduled calbacks, regular day off: Minimum of two hours at time and one half.
11.5.2 For the purposes of interpreting this Section, the following definitions gpply.

a. Anunscheduled cdlback is defined as a requirement to return to work from off-duty
and off-premises status with less than twelve (12) hours notice. 1t excludes overtime which
isan extensgon of the regular shift -- “holdover” overtime. It includes overtime which occurs
on the“front end” of the regular shift only if no noticeis given -- the employee istold to
report for duty early with no advance notice.  All other overtime and call-ins are considered
scheduled.

b. Regular work day callbacks are those which occur during the normal workweek --
“between” the employees regularly scheduled workdays.

c. Day off cdlbacks shal be consdered to be those which occur after midnight following
the last day of work in the work week and before the scheduled start time on the first day of
the next work week. For example, for aMonday-Friday, 8-5 employee, the qudifying
period would be from midnight Friday to 8:00 AM Monday.
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d. “Minimum” pay is defined as a guarantee of a specified number of hoursif thetime
worked on the callback is less than the guaranteed minimum. It ispaid at the time and one
haf rate.

11.6 Assignment of Overtime. Overtime assgnments shdl be based on policies and procedures
established at the department level. The employer will attempt to meet its overtime requirements on a
voluntary basis. In the event there are insufficient volunteers to meet the requirements, the employer
may require the necessary employeesto work. Overtimework that can be performed by ether regular
or temporary employees shal be offered first to regular employees.

11.7 Holiday Work Premium. Regular ful-time and regular part-time employees who are required to
work on aholiday shal be compensated in pay or compensatory time off at the rate of time and one half
for dl hoursworked. Individua employees who work on both the legd holiday and the day of its
observance will receive the holiday work premium on ether day but not both.  Aswith overtime, the
choice of compensatory time off requires gpprova of the employee and the department.
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ARTICLE 12. COMPENSATION

12.1 Salary Schedule Except as otherwise provided by this Agreement or its appendices, the sdary
schedules for employees covered by this Agreement shall consist of asdary range of six (6) Sepswith
approximately five percent (5%) between steps. Salary schedule increases shdl be applied to each step
of therange. All employees shdl be paid a one of the stepsin the range.

12.2 Hourly Basisand Calculation.

12.2.1 Employees covered by this Agreement shal be paid on an hourly basis. The hourly
sdary for an employee’ s classfication shall be as pecified by this Agreement and the County
Pay Plan. The employee’ s annua and monthly sdary shdl be caculated by multiplying the
hourly rate by the hours scheduled to work (2080 per year and 173.33 per month for afull time
employee). No use of theterm "sdary” in this Agreement shall be construed to require or alow
employees to be treated as exempt or salaried employees under the FLSA.

12.2.2 Hourly rate computation. Employees regular hourly rates shdl include premium pay.
The base rate shal exclude dl other forms of compensation. Compensation while on paid leave
ghdl include premium pay only if the employee was recelving the additionad compensation
immediately before and after the time off. All cash-outs of paid leave shdl be paid at the
employee' s base hourly rate of pay.

12.2.3 Employees who work overtime while in a work-out-of- class shall be compensated at
the time and one haf on the pay rate at the time of the assgnment if the employee dectsto
receive pay for thetime. If the employee eects CTO (per Section 11.3), the premium pay will
not be included when the time off is taken.

12.3 Salary Increases.

12.3.1 Effective January 1, 2007, the salary schedule shdl be increased by three and four
tenths percent (3.4%) as st forth in Exhibit A to this Agreement.

12.3.2 Effective January 1, 2008, the salary schedule shal be increased by three and one
quarter percent (3.25%).

12.3.3 Effective January 1, 2009, the sdlary schedule shdl be increased by three percent
(3%).

12.4 Step Increases. Employees shdl normaly be hired at the first step and shall be digible for step
increases after twelve (12) months at each step in the range. Unpaid leave of fifteen (15) days or more
ghdl result in an adjusment to the digibility date for the next step increase. Employees whose digibility
date falls between the first and the fifteenth of the month shal be digible on the first day of the month.
Employees whose digibility date fals after the fifteenth of the month shal be digible on the first day of
the following month.
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12.4.1 Step increases may be withheld or delayed based on disciplinary actions taken in the
preceding Sx (6) months or unsatisfactory job performance. Such cause must be stipulated in
writing and be presented to the employee at least thirty (30) days prior to the eigibility date.
The employee must be informed as to why the step increase is being withheld, what action
he/she must take to obtain the increase and the date on which the employee will next be eigible
for condderation for astep increase. The employee's next digibility date shall not be changed
even though the increase may be withheld. Such step increase shdl not be withheld or delayed
for more than six (6) months.

12.5 Promotional Increases. Anemployee who is promoted shal be placed on the lowest stepin
the new range which resultsin an increase equivaent to a one step increase of gpproximately five
percent (5%).

12.6 Other Pay Actions.

12.6.1 Transfers: Anemployee who transfersto a new postion within the same classfication
or to alaterd cdasdfication shdl retain the same sdlary and step increase digibility date.

12.6.2 Demotions: An employee who voluntarily demotes shdl be placed a the Sep in the
lower classification which most nearly approximates but does not exceed the rate which the
employee recaived in the classfication from which he or sheisdemoating. Such employee shdl
retain the step increase digibility date he or she had in the higher classfication. An employee
who isinvoluntarily demoted shdl be placed a the highest step within the range assigned to the
lower dlassification which resultsin a decrease and such action shdl result in anew digibility
date.

12.6.3 Reclassification:

12.6.3.1 Upward Reclassification. For the purposes of this Section, upward
reclassification describes those circumstances where an employee is found to be
performing the duties of a higher dassfication and is didtinct from redignments as
addressed below. When an employee remains in a position, which is reclassified
upward, the employee's sdary will be adjusted according to the promotiond formula
above. In addition, such employee shall not be required to serve anew probationary

period.

12.6.3.2 Downwar d Reclassification. When an employee's classfication is adjusted
downward the employee will be placed at the highest step in the new range which does
not exceed the former sdlary. If the former sdlary exceeds the top step in the new
range, his’her wage rate shall be red-circled (frozen) until such time as negotiated
adjustments advance the top step of the range assigned to the lower classfication to the
point where it equas or exceeds the employee's red-circled rate. The employee shdl
then be placed at the top step of the range.
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12.6.4 Realignment. Redignment isthe upward adjustment of the sdary range of an entire
classfication based on internd or externa compensation reationships. In the event of an
upward redignment and except as noted below, employees will be placed at the step in the new
range which equas or exceeds their former salary and will retain ther current sdlary anniversary
date. For example, in an upward reaignment of five percent (5%), an employee a step 4 of the
former range will be placed at step 3 of the new range. Employees who have been at the top
gep of the range for more than one year will be placed at the first step in the new range which
provides for the equivalent of a one step increase and shal be digible for additiond step
increases (if available) after twelve (12) months at the new step.  Employees who have been a
the top step of the range for less than one (1) year will be digible for a step increase on their
next anniversary date.

12.6.5 Layoff. Employeeswho demote or bump downward in lieu of layoff shall be placed at
the highest step in the new range that is equd to or below their former sdlary. If the former
sdary exceeds the maximum of the new range, the employee shall be placed at the top step of
the new range.

12.6.6 Recall and Reinstatement. When an employeeis recaled from alayoff lig (within
24 months), or reingtated (within twelve (12) months) to hisher former classfication, he/she
shdl be placed in the same step that he/she occupied at the time of separation. The digibility
date for the next increase shdl reflect time served toward the next step increase prior to
separation, eg., an employee who terminated or was laid off and had three (3) monthsto go
before the next increase shal have an digibility date that is three (3) months after recall or
reinstatement.

12.7 Salary Anniversary Dates. Each employee's anniversary date for step increase purposes shall
be established based on the date on which the current step was attained, and the next date shal be
based on the required number of months at that step. Anniversary dates shall be adjusted by the full
amount of any unpaid leave of absence of fifteen (15) calendar days or longer except as otherwise
required by law or this Agreement.

12.7.1 For employees below the top step in the range, time served toward a step increase shdl
be credited by retaining the current sdlary anniversary date except in the following Stuations.

a. Promotions resulting in a 10% increase or more;

b. Demotions or downward reclassfications to a step below the top step of the range of
the lower classfication;

c. Re-employmertt.
12.7.2 In each of the foregoing Situations the employee shdl receive anew sdary anniversary
date as of the date of the action and be digible for a step increase after twelve (12) months
provided he/she is below the top step of the range.
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12.7.3 Employeeswho are promoted or reclassified upward and who have been at the top
gep of their former classfication will receive anew anniversary date in dl cases where they are
placed at a step lower than the top step in anew range.

12.7.4 Thefollowing table indicates the effect of these provisons.

Action Increase Below Top Employees at Top Step
Step
Promotions and reclasses | 1 step 5% retain SAD | NA, ill at top step
up to 10%
Redignments lateral exc | retain SAD | If at top step more than 12 mos, 5%
for top step increase, new SAD.
EE's If less than 12 mos, no increase,
retain SAD
Promotions and reclasses | 5%, new new SAD New SAD if below top step in new
10% or more SAD range

12.8 Work Out of Classification. Anemployee shdl be digible for work-out-of-classfication
(WOOQC) pay when qudified and assigned to perform the essentia functions of a position in ahigher
classfication for one full duty shift or more - eight (8), nine (9) or ten (10) hours - as applicable. For
purposes of this Section, “essentid functions’ of the position are those duties which digtinguish the higher
level of work. Such assgnments must be gpproved by the Division/Department head or hisher
designee. WOOC assgnments may be made only to a vacant position (or one which istemporarily
vacant by virtue of the absence of the incumbent due to leave or training) or for specid assgnment.

12.8.1 When assigned to a position within any Clark County Loca 17 bargaining unit the
employee shdl be placed on the lowest step in the new range which resultsin an increase
equivaent to aone step increase, or the first step in the range of the higher classification,
whichever is gregater.

12.8.2 WOOC assignments to management or unrepresented positions or positions in other
than Local 17 bargaining units shal be governed in al respects by County policies or gpplicable
bargaining agreements.

12.9 Meal Allowances. Employeesshdl bedigible for amed dlowance of $7 after each four (4)
consecutive hours of overtime worked contiguoudy with the regular shift or after eight (8) hours of
overtime on aday off.

12.10 Mileage Reimbursement. Employeeswho are required by the County to use their persona
vehidlesfor County business shal be reimbursed for work related mileage.  The reimbursement rates
shdl be adjusted at such times and in such amounts as the IRS- gpproved mileage rembursement rate is
adjusted or as specified in gppendices to this Agreement.
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12.11 Payroll Employeesshdl be paid on the 10th and 25th of each month, reflecting actua hours
worked and |eave taken/earned for the preceding half month work period (1<t to 15th and 16th to end
of month). If payday fdls on a Saturday, Sunday or holiday, paychecks shdl be issued on the previous
workday.

12.12 The County, the Union and its members understand and support the requirement that employees
be correctly paid at the hourly rate specified in the sdary plan. The County commitsto
correcting any errorsin pay as quickly as reasonable following the discovery of the error. This
means that the underpayments or overpayments are remedied expeditioudy without cregting an
undue burden on the employee.

12.13 Shift Differential. Employeeswhaose regularly scheduled shift begins after 2:00 PM will
receive a shift differentia of $1.25 per hour. Such differentid shal be paid on dl hours worked
on the shift plus observed holidays. It shal be included in payments for paid leave per Section
12.2.2. Short-term assgnments to other shifts of one week or less or assgnments made to
accommodate an employee' s persond Stuation do not qudify for shift differential.
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ARTICLE 13. VACATION

13.1 Accrual Bass. Employees shdl accrue vacation based on the schedule bdow. Vacation
accrua will be pro-rated based on the number of hoursin paid status and no accrua shall occur during
unpad leave. Regular part-time employees shdl accrue vacation on a pro ratabasis. New employees
shdl accrue vacation beginning with the first day of employment but shdl not be digible to sdl back or
recaive termination payoff until completion of ax (6) months of service. New employees are generdly
not authorized use of vacation in the firgt sx (6) months of employment but exceptions may be
authorized by the department head or dected officidl.

13.2 Accrual Rates.

13.2.1 Regular full-time employees shdl accrue vacation according to the following schedule:

Completed Y ears of Hours per Hours per Days per

Service pay period Y ear Y ear M ax
Start 333 80 10 NA

1 4.33 104 13 208

5 533 128 16 256

10 6.33 152 19 34

15 7.33 176 22 352

20 8.33 200 25 400

25 9.33 224 28 448

30 10.33 248 31 496

13.2.2 Bargaining unit employees hired prior to January 1, 1984, shdl continueto earn
vacation on the following schedule until the above schedule provides a higher accrud rate.

Hours per Days per
Hours per Pay Period Y ear Y ear Max
9 216 27 432

13.3 Maximum Accumulations. Employees may accumulate vacation up to a maximum of two (2)
timestheir annua accrud rate, e.g., an employee earning 21 days/168 hours may not accumulate more
than 42 days/336 hours. When an employee has reached the maximum alowable accrud, future
accruaswill cease until such time as the baance dlows for additiond earnings. Employees are
respongble for monitoring their accruas and scheduling time off as necessary to preserve the ability to
accrue vacation.

13.4 Vacation Scheduling. Employee requests for vacation leave shdl normaly be granted, provided
the requested time off would not interfere with workload requirements and schedules.
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13.4.1 Black out dates for vacation scheduling will be permitted for unusua departmental
gtuations. In such circumstances the department will first meet the Union through labor
management and the Union will have input on the proposed black out schedule.

13.5 Termination Payoff. Upon termination of County employment with more than sx (6) months of
sarvice an employee shdl be paid for dl accrued and unused vacation and comp-time a hisor her find
base hourly rate of pay. The termination payoff shall be based on the hourly rate of pay as of the last
day of work. Employees may not dect to extend employment beyond the last day of work by using
accumulated leave.

13.6 Vacation L eave Donation Plan. Employees may donate vacation to the sick leave account of
another employee for the employee or for a covered family member suffering from an extended serious
illness or injury as provided for by current County policy. Leave amounts shal be calculated based on
the donor's hourly rate and credited to the receiving employee based on his’her hourly rate. The County
ghdl, in its sole discretion, determine the digibility of the employee or covered family member to receive
donations and the means for gpportionment of donated leave. Such determination shal be based on the
severity of theillness or injury, length of service and the employee's performance and atendance record.

13.7 Vacation Sell-Back. Employees may dect pay in lieu of vacation up to a maximum of sixty (60)
hours per year. Vacation sell-back is subject to the following requirements and procedures.

13.7.1 The opportunity to cash out vacation shdl be offered twice per year in the months of
June and December. Requests must be submitted by May 15 and November 15 on forms
designated by the payrall office.

13.7.2 To be digible to cash out vacation, an employee must have used atota of eighty (80)
hours vacation and floating holiday hoursin the prior calendar year. Thetota of vacation sold
may not exceed the maximum hours limitation but may be apportioned according to the
employee's choice between the June and December sales periods.

13.7.3 Vacation sales may be restricted or sugpended by the County. In the event vacation
sales requests exceed available funds, the Human Resources Department shdl develop
procedures to equitably gpportion vacation sales among employees with pending requests.
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ARTICLE 14. HOLIDAYS

14.1 Observed Holidays. Thefollowing days are recognized as legd pad holidays for which time off
isto be granted:

New Year's Day -- January 1

Martin Luther King's Birthday - Third Monday in January
Presidents Day -- Third Monday in February

Memorid Day -- Last Monday in May

Independence Day -- Jly 4

Labor Day -- First Monday in September

Veterans Day - November 11

Thanksgiving Day -- Fourth Thursday in November

The day immediately following Thanksgiving Day
Christmas Day -- December 25

14.1.1 Any of the above holidays which fal on a Saturday shall be observed on the previous
Friday. Any of the above holidays which fal on a Sunday shdl be observed on the following
Monday.

14.1.2 Employees shdll receive the same number of holidays regardless of work schedule. I
the date of observance of aholiday fals on an employee's day off, the employee shdl receive an
dternative day off or be paid for the holiday. To be digible for pay for a holiday, the employee
must be in paid atus on the scheduled workdays immediately before and after the holiday.
Employees will not receive pay for holidays occurring during an unpaid leave of absence or after
the last day of work in the case of termination. Thefirst day of work for a new employee may
not be the day of aholiday.

14.1.3 Holidays occurring during a period of leave with pay (vacation, sick leave, or other paid
leave) shall be charged as a paid holiday leave and shall not be charged againgt paid leave.

14.2 Floating Holidays. Employees shdl receive three (3) floating holidays per year. Floating
holidays shdl be credited on January 1 of each year.

14.2.1 Foating holidays must be used by the end of the year and may not be carried forward
into the next calendar year.

14.2.2 Requestsfor use of floating holidays may be in increments of one-haf (%2) hour.
Requests should comply with procedures outlined for the use of vacation except that
departments may authorize shorter advance request requirements or less forma gpplication
procedures.

14.2.3 New employees shall receive a pro-rata share of floating holiday hours at the rate of
one twdfth of the annud entitlement for each full month of service during the year. Employees
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who terminate during the year shal be entitled to cash out unused floating holiday hours based
on the foregoing formula

14.3 Part Time and Variable Schedule Employees. Part-time employees shdl be credited with
observed and floating holidays on a pro-rata basis based upon the ratio of their assigned schedule to
full-time employment.

14.3.1 Employeesworking afull time but irregular schedule such as a 4- 10 arrangement shall
receive eight (8) hours of holiday leave for each observed or floating holiday. Full pay for the
period may be obtained by charging additiona leave, e.g. a4-10 employee can use eight (8)
hours of regular holiday time and two (2) hours of floating holiday time to receive full pay for a
holiday faling on the day of aten (10) hour shift.

14.4 Holiday Work Premium. Regular full-time and regular part-time employees who are required to
work on aholiday shall be compensated in pay or compensatory time off at the rate of time and one half
for dl hoursworked. Individua employees who work on both the legd holiday and the day of its
observance will receive the holiday work premium on either day but not both. Aswith overtime, the
choice of compensatory time off requires approva of the employee and the department.

14.5 Commissioners Holiday. The specid Commissoners Holiday may be granted or not granted at
the sole discretion of the Board of County Commissoners and the hours, rules and procedures
governing its use are not subject to any duty to bargain or the grievance procedure of this Agreemen.
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ARTICLE 15. SCK LEAVE

15.1 Purpose. Sick leaveis provided to continue pay during illness or injury incapacitating the
employee to perform higher work, contagious disease whereby his/her attendance a work would
cregte adirect threat to the hedlth of fellow employees or the public, or as otherwise provided by law or
thisArticle. The County and the Union agree that sick leave useis subject to certain conditions and
regtrictions as defined heran.

15.1.1 Useof dck leave is contingent upon following required reporting procedures and
compliance with the purposes of sick leave. Employeeswho fail to cal in according to
procedures or fail to provide medical verification, if properly requested, may be charged unpaid
time for the absence.

15.1.2 With management approval, earned vacation leave or accrued compensatory time may
be used when accrued sick leaveis not available for an asence necessitated by illness or injury.

15.1.3 Sick leave payments shdl be exempt from socid security taxes to the extent alowed by
law.

15.2 Sick Leave Accruals. Full time employees covered by this Agreement shdl accrue sick leave at
the rate of eight (8) hours per month or ninety-six (96) hours per year. Sick leave may be accumulated
up to amaximum of 1200 hours.

15.2.1 Employees shdl accrue sick leave based on paid hours. For example, an employee
earning twelve (12) days per year shall accrue .0461538 hours (96/2080) for each straight time
hour of work or paid leave.

15.2.2 No accrua shal occur during unpaid leave and sick leave accrual will be pro-rated
basad on the number of hoursin paid status up to a maximum of the employegsfull or part time
schedule. Regular part-time employees shal accrue sick leave on apro-rata basis.

15.3 Workers Compensation Integration. Anemployee may charge hisher sck leave account for
the difference between any compensation received from the Workers Compensation Insurance and the
employees norma pay for injuries or illnesses covered by Workers Compensation.  The calculation
shdll be based on the difference between the employee’ s norma post-tax take home pay and the pay
from Workers Compensation.

15.4 Family Iliness Usage. Employees may use sck leave in the event of anilinessin the employees
immediate family requiring the attendance of the employee. For the purposes of this Section, immediate
family is defined as spouse, domestic partner (with a completed Affidavit of Domestic Partnership on file
in the HR-Benefits Department), dependent children incapable of self care of the employee or their
domestic partner provided the child resdesin the home of the employee and the domestic partner,
parents or the step/in-law equivadents and grandparents. Sick and/or unpaid leave may be dlowed to
care for such other relatives and in such circumstances as required by state and federa leave laws and
adminidrative regulations.
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15.5 Medical and Dental Appointments. Sick leave will be dlowed for doctor and dentist
gppointments for the employee or members of the employee'simmediate family requiring the attendance
of the employee. Employees shal make a reasonable effort to schedule these appointments to occur
during off-duty hours.

15.6 Reporting and Approval Procedure. Employees unable to report for duty shal notify the
employer's designated representative in accordance with procedures and timelines established at the
department level. Employees who know in advance that they will be utilizing Sck leave for a particular
purpose (e.g., surgery, hospitdization, dental or medica gppointments, etc.) shdl give notice of the
dates of such leave asfar in advance of the leave asis practicable. Employees who fail to notify the
department of an absence are subject to disciplinary action for absence without leave.

15.7 Medical Verification. The Employer may require a physician's certification of the nature and
duration of an employee's disability from work, of an employee's ability to return to work, and/or of an
employees ability to continue the full performance of hisor her duties.

15.8 Attendance. The parties agree that employee attendance is an important eement of overdl job
performance, contribution to the organization and service to the community.

15.8.1 The parties a0 agree that the effective management of employee attendance should
incorporate the following overdl principles:

Sick leave is granted as aform of insurance againgt pay lossduetoillnessor injury and is
not a“vested” benefit such as vacation

Standards and techniques for assessing attendance should be consistent throughout the
bargaining unit and across department lines

Management is responsible for taking appropriate, corrective action when attendance falls
below expectations

Employees are responsible for addressing the circumstances which give rise to absences

A fair measure of attendance and absenteeism mugt take into account both the total hours of
absence and the number of individua, unscheduled absences dueto illness or injury

Time off taken under the auspices of federd and Sate disability and family leave lavswill
not be consdered as part of an assessment of employee attendance or a corrective action
plan

15.8.2 For the purposes of this Section, “attendance’ refers only to absences due to illness or
injury and not to scheduled absences such as vacation, comp-time, floating holidays,
bereavement, military leave, indudtrid injury leave and jury duty.

15.8.3 Toward the gods above, the County may continue to utilize the “8/8" attendance
program as a means to communicate the importance of attendance and respond to employees
with absence ratesin excess of the 8/8 standard. That standard is defined asa
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record of more than sixty-four (64) hours total absence (excluding FMLA and other leave as
identified above) which incuded more than eight (8) unscheduled absences over atwelve (12)
month period. Employees below either measurement are considered to have an acceptable

record.

15.9 Sick Leave Payoff. Employees who separate from county service viaresignation or layoff with
at least ten (10) years of service will be paid for accrued but unused sick leave a their base rate of pay

according to the following formula

Portion/tier of Accumulated hours Percent payable Maximum payout
900 to 1,200 75% of hours over 899 225
600 to 899 50% of hours over 599 150
300 to 599 25% of hours over 299 75
Tota 450

For example, an employee earning $14.00 per hour with a balance of 1200 hours would be paid for
75% of the top bank of 300 hours (1200-900 X 75% = 225 hours), 50% of the next bank of 300
hours (900-600 X 50% = 150 hours) and twenty five (25%) of the next bank (600-300 X 25% = 75
hours) for atota of 450 hours or $6,300. Employees with balances below 300 hours are not digible

for payoff.

15.10 Employees who have no sick leave usage (or absences due to illnesslinjury which are charged to
other paid leave accounts) for any full calendar year of service shdl be entitled to aday off with pay.

Eligibility shal be determined and reported to departments by March 1<t of each year and time off must
be used by May 31. This program isonly available to full time employees who were on the payroll and
in paid gatus for the full caendar year (2080 hours).
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ARTICLE 16. OTHER LEAVES

16.1 Bereavement and Funeral Leave. A full-time employee shdl be granted up to three (3)
consecutive workdays of paid bereavement leave at the time of a death in the employee’ simmediate
family. Such employee shdl be granted up to an additiond two (2) days of paid bereavement leave
when air travel or one-way land travel of four (4) hours or longer is necessary. To be digible for the
additiona one or two days paid leave, pre-authorization from the Department Director or designate is
required. Bereavement leave may be used for quaifying family membersin the case of imminent death
but the total bereavement |leave portion shal not exceed the three or five workday’ s limitation. For the
purposes of this Section, digible family members are;

a the spouse, children, parents, brother, sister (or the step and in-law equivaents)
b. the employee' s grandparents, grandchildren, aunts and uncles

c. the employee s domestic partner and children, parents, brother, sister (or the step and in-law
equivdents) of the domestic partner (an Affidavit of Domestic Partnership must be on filein the
HR-Benefits Department).

d. other rdativesliving in the employee s household.

16.1.1 Bereavement leavein excess of the durations identified above or for other relatives may
be granted with the approva of the supervisor and charged to an employee' s vacation, floating
holiday, or compensatory time account.

16.1.2 Time off with pay will be alowed for attending the funerd of a County employee.

16.2 Military Leave. The County shdl abide by the provisions of Federa and State laws to provide
military leave and reingtatement rights for employees. The provisons of the laws are defined under the
Uniformed Services Employment and Reemployment Rights Act (USERRA), and Washington State
Law RCW 38.40.060. Employee benefits will only continue for those months in which the employeeis
in apad satus the first working day of the month.

16.3 Civic Duty and Examination L eave.

16.3.1 Leavewith pay shall be granted as necessary to allow employees to serve as amember
of ajury. Any compensation received by the employee for such duties, excluding mileage
alowance and med dlowance, shdl be waived, remitted to the County, or, in the dternative,
the County shall pay the difference between the employee's regular sdlary and the fees received.
When an employee is excused or dismissed from jury duty, he/she shdl promptly notify the
Employer. Employees may be required to report to work for any portion of their regularly
scheduled shift during which they are not actudly serving on ajury or waiting to be assgned to a
pane of jurors.

Clark County and Local 17 Page 34
Agreement for 2006 —2009



16.3.2 Service asawitnessin matters arisng from the course and scope of employment shall
be considered on-duty time. Service as awitness or party to non job related matters shall be
charged againg the employee's vacation, floating holiday or comp time baance or may be taken
as unpaid leave at the option of the employee.

16.3.3 Upon prior notice to his’her supervisor, an employee shdl be dlowed paid work timeto
take examinations required for other positions within the County. Testing undertaken on a day
off shdl not be consdered working hours for overtime caculation purposes.

16.3.4 Employees unable to vote while off duty may use paid vacation, comp time or floating
holiday time to vote.

16.4 SeriousHealth Conditions, FMLA and Family Care Leave. The employer shdl authorize
leaves of absences to employees for qualifying circumstances, as specified in the Federa Family and
Medicad Leave Act (FMLA), the Washington Family Leave Law, the Family Care Act, this Agreement
and other relevant Statutes.

16.4.1 Reporting Requirements. Employees unable to report for duty shal notify the
employer’s designated representative in accordance with procedures and timelines established
at the department level. The employees requesting leave for a qudifying circumstance under this
aticle must state why they are off work, the expected duration of the time off of work, and if

the leave isto care for afamily member the employee mugt identify which family member. In
Stuations where an emergency arises the employee must notify the designated representative as
soon as reasonably possible under the circumstances. For Family Care Leave the employee
should provide as much advance notice of the need as possible. For FMLA leave, where
possible, an employee should give thirty (30) calendar days advance notice of the need for
leave; if thirty (30) cdendar days advance notice is not possible the employee or the employee’s
designee shdl request leave as soon as the employee knows of the need to be away from

work.

16.4.2 Family CareLeave. Regular and part-time employees who have accrued paid leave
available and have a dependent covered under the Act with a qudified health condition, shal be
digible for Family Care Leave. An digible employeeis entitled to use any or dl of the
employee s choice of accrued sick leave or other accrued paid time off to care for alegd
Spouse, parent, parent-in-law, or grandparent of the employee who has a serious hedth
condition or emergency condition, or to care for achild of the employee with a hedth condition
that requires treetment or supervison if the child is either under eighteen years of age or older
but incapable of sdlf-care because of mental or physica disability. Family Care Act leave that
aso qudifiesfor FMLA and/or the Washington Family Leave Law shdl be counted
concurrently. The duration of leave under the Family Care Act will continue aslong as the
employee has accrued paid time available and the family member has a qudified hedth
condition.

16.4.3 An FMLA €ligible employee may take up to twelve (12 ) weeks of job protected leave
from work because of a serious hedth condition, afamily member’s serious hedlth condition, or
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for parenta leave to care for anew born or newly adopted or placed child. Under FMLA, a
family member is an employee’ s parent or person who acted as a parent, lega spouse, or a
child who is either under age eighteen (18) or older and incapable of sdlf-care because of a
menta or physicd disability. Unpaid leave shdl be authorized only after the exhaustion of all
other avalable paid leaves. At thetime of initid placement, parents of adopted children may
use Sck leave to care for the child under the same conditions granted natural parents.
Compensatory time use and a birth mother’ s period of temporary pregnancy related disability
shdl not be deducted from the twelve (12) week FMLA leave entitlement. All other paid time
used during FMLA leave shdl be deducted from the twelve (12) week leave entitlement.

16.4.4 With agreement of the department, employees may work a reduced work schedule for
up to two (2) months preceding and/or following the period of parenta leave.

16.4.5 The County may require a physician’s certification of the nature and duration of an
employee sdisability from work, of an employee’ s ability to return to work, and/or of an
employee s ahility to continue the full performance of the employee s duties.

16.5 Workers Compensation. All employees are covered by the Washington State Workers
Compensation Act for injuries or illnesses received while a work for the County. Norma take home
pay may be maintained by the use of sick leave as provided by Section 15.2.

16.6 Other Leaves of Absence. Employees may request leaves of absence of up to twelve (12)
months for educationd reasons, union business leave, medicd/disability leave or compeling persond
circumgtances. A minimum of two (2) years service is required prior to requesting educationa or
persond leaves.

16.6.1 All requestsfor leaves of absence or extensons shall be submitted in writing to the
department head or higher designee and gpproved in advance of the effective date. Employees
reporting to work at the end of an authorized leave of absence shdl be employed in the same
classheld at the start of such leave of absence.

16.6.2 For unpaid leaves of fifteen (15) caendar days or more, sdary anniversary and seniority
shdl be adjusted by the full amount of the unpaid leave. Absence without leave and fallure to
return from leave shdl be treated as job abandonment or may be the basis for termination.

16.6.3 Paid leave taken prior to going on unpaid leave shall not be counted toward the twelve
(12) month maximum. Unless otherwise authorized by the department head or gpplicable
elected officid and Human Resources, the employee must exhaust accumulated vacetion,
floating holidays and comp time before going on unpaid satus.

16.7 Mandatory L eave. The department may place an employee on an gppropriate category of
leave if it can be reasonably concluded that he/she cannot be permitted to work without risk to the
hedlth and safety of the employee, coworkers or the public.
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ARTICLE 17. INSURANCE

17.1 The Multi-party Healthcare Committee under the provisions of the Memorandum of
Understanding (Appendix C) will make decisions regarding hedthcare expenditures, plans and carriers
for medica and dental insurances for 2007, 2008, and 2009.

17.2 Eligibility. The County agrees to make available to digible employees and their dependents one
medica/denta plan. An employee may not be insured smultaneoudy as both an employee and asa
dependent and dependents may be insured by only one employee.

17.2.1 Regular employees shal be digible for medica insurance effective the firgt of the month
following date of hire aslong as the enrollment forms are received within thirty one (31) days
from the date coverage is effective. Coverage will terminate at the end of the last day of the
month in which employment ends.

17.2.2 Dentd coverage will begin the firgt of the month following ninety (90) calendar days of
employment. Coverage will terminate a the end of the last day of the month in which
employment ends.

17.2.3 Regular part-time employees whose budgeted regular schedule cals for thirty (30)
hours per week (.75 FTE) or more shdl be digible for the full County contribution. For regular
part-time employees in postions budgeted at one-half up to three quarter Full Time Equivaency
(.510.749 FTE) the County shdl pay seventy percent (70%) of the County’ s contribution for
the highest cost plans for 2007 with the employee contributing the balance based upon
employees plan of choice. The Hedthcare Committee shdl have the respongbility to determine
the appropriate pro-ration for each subsequent year of the contract. Temporary changesin
work hourswill not result in a change in benefits avallable or employer contribution, unlessthe
change in hours continues for three (3) consecutive months or more and then the change will be
effective the first of the fourth consecutive month. When the temporary change is anticipated to
last longer than three (3) months, the change will become effective immediatdy on the firgt of the
following month.

17.2.4 Project employees shdl be digible for the medica and dentd plans and contributions
shdl be determined in the same manner as regular employees.

17.2.5 Eligible dependents include legal spouse and dependent children up to age 19 or until
age 23 if afull-time student at an accredited school. Additiondly, the County will make
available medica and denta insurance coverage for the digible employee’ s domestic partner
subject to required tax regulations relevart to this benefit. To access this benefit, the employee
must have acompleted Affidavit of Domestic Partnership on file in the Human Resources-
Benefits Department.

17.2.6 Qudified Family Status Changes: Enrollment changes as aresult of aqudified family
gtatus change pursuant to IRC Section 125 and County policy shal be effective the first of the
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month following the date of the quaifying event; except in the case of newborns and adoptions,
coverage is effective on the date of birth or placement in the home. Enrollment changes must be
received by the County with the applicable documentation within thirty-one (31) calendar days
[sixty (60) caendar days for newborns] otherwise, coverage cannot be obtained until the next
open enrollment with coverage effective January 1 of the following yesar.

17.2.7 Eligibility for coverage during unpaid leave. Employeeswill have continuous
coverage during an unpaid leave of absence if covered by FMLA or Pregnancy Disability
Leave. For other unpaid leaves, any month in which the employeeisin an unpaid Satus the first
of the month and the unpaid leave has been thirty (30) continuous calendar days or longer,
benefits will not be provided. Coverage will be reinstated effective the first of the month
following the date of the employee' s return to work; except for return from USERRA leaves
and other date and federa protected leaves, whereby coverage shall be reinstated as of the
date of return to work.

17.2.8 For Recdled employees (within atwelve month period) and employees returning from
furlough, coverage isreingtated the firgt of the month following the date of re-employment.

17.2.9 Job Share Benefits. Job share benefits will be provided to employees sharing the
regular work hours and benefits of one full-time position. Except as otherwise provided in
Section 10.5, Job Sharing, Benefits shal be provided based upon a 50% divison of the
employer contribution for medical and denta coverage. Each employee shdl have the option to
enrall in the medicd and dental plan of the employee' s choice. Any cost for coverage over the
50% share of medica and/or dentd insurances shdl be the responsibility of the employee. Each
job share employee shdl aso receive alife insurance benefit at the same leve as provided to full
time employees.

17.2.10 The County will make available medicd and dentd insurance coverage for the digible
employee’ s domestic partner subject to required tax regulations relevant to this benefit. To
access this benefit, the employee mugt have a completed Affidavit of Domestic Partnership on
filein the HR- Benefits Department.

17.3 Premiums.

17.3.1 Premiums, plans, and cogt distribution will be determined through the multi- party
Hedthcare Committee process as outlined on the Memorandum of Understanding included as
Appendix C.

17.4 Other than Medical and Dental Carrier and Coverage Changes. The County retainsthe
exclusveright to sdlect plans and carriersfor life insurance, long-term disability, or other employer-
provided benefits provided that the successor plan(s) shdl provide substantially equd or better
coverage than the existing plans. This section is not intended to apply to medical or dentd plans, which
are addressed in the Healthcare Committee Memorandum of Understanding.
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17.5 Open Enrollment. The County agrees to provide annua open enrollment periods annudly
and/or beginning not less than thirty (30) days prior to any changein medica coverage. Such open
enrollment periods shall be not less than two (2) weeksin duration.

17.6 Lifelnsurance. The County shal provide each employee agroup term life insurance policy
including accidenta death and dismemberment coverage in the amount of $20,000. Employee and/or
dependent coverage shall be made available for employee purchase.

17.6.1 The County shdl continue to make available through payroll deduction voluntary
supplementa and dependent life insurance to employees, subject to individua evidence of
insurability at such premium rates as are established by the carriers. The County will make
every effort to negotiate the most effective rates.

17.7 Long Term Disability Insurance. The County shdl provide each employee long-term disghility
insurance policy providing for pay continuation of 60% of sdary with a ninety (90) day dimination
period and such other provisions as are provided by the plan document.

17.8 Continuation of Benefits.

17.8.1 Pursuant to federd law, Clark County employees and/or dependents who lose group
hedlth care coverage are digible to continue participation in the group hedth plan for the time
periods as defined in the law. The affected employee and/or dependent are responsible for the
cost of the coverage plus an adminidrative fee.

17.8.2 County provided health benefits will continue during an unpaid family and medica leave
or accident or illness covered by Workers Compensation & the same level and under the same
conditions as if the employee had continued to work. If the employee chooses not to return to
work following an gpproved family and medica leave for reasons other than a continued serious
hedlth condition, the employee will be required to reimburse the County the amount if paid for
the employee's hedlth insurance premiums.

17.8.3 Hligihility for insurance coverage for medica and dental insurance during other unpaid
leaves will be in accordance with the federd COBRA program. Employees are not digible for
other insurance coverage during unpaid leaves of absence.

17.9 Eye Examinations. A ful-time employee identified by the Human Resources Department as the
incumbent of a position requiring video display termind operation of not less than five (5) hours per
work day shdl be entitled to an eye examination once every twelve (12) months. When the examination
is not covered under the employeg's medica or vison plan, subject to the norma provisons of the plan,
the employee may submit awritten request for reimbursement of the cost of the exam to the County's
Human Resources Department. Vision examination reimbursement for examinations not covered by
medica insurance shal not exceed $100 per employee per year.
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ARTICLE 18. OTHER BENEFITS

18.1 Retirement Plan. The County participatesin the Washington State Public Employees
Retirement System. The County and employees are required to contribute a percentage of compensable
earnings as st by the State Legidature.

18.2 Deferred Compensation Plans. The County agreesto provide opportunities for employeesto
participate in Interna Revenue Code Section 457 Deferred Compensation Plans. Contributions may be
up to the dlowable IRS maximum.

18.3 Flexible Spending Accounts. The County agrees to make available Dependent Care and
Hedth Care Hexible Spending Accounts as long as dlowed under the Internal Revenue Code Section
125.

18.4 Employee Assistance Program. The County agrees to make available an employee assstance
program providing confidentia counseling services to employees and their digible dependents.

18.5 Tuition Reimbursement. The County shal reimburse an employee for the cost of tuition,
registration, associated books and fees for any classes, seminars or conferences taken by an employee
on the employee's own time which are directly related to the employee's current position and which, in
the opinion of the employer, will result in improved job performance. Prior gpprovd from the
Department Head and Human Resources is required and is subject to the availability of budgeted funds.
For courses or training for which a grade isissued, the employee mugt attain agrade of "C" or better in
order to receive reimbursement.

18.6 Parking. The County Campus Parking Management Plan represents the guidelines for parking
within the downtown campus. Except asindicated herein, this Plan gppliesin its entirety. Changesto
this Plan made during the life of this Agreement with the exception of fees or restrictions on employee
parking may be made without additiona bargaining. Exceptionsto this plan are as noted below:

a Employeeswill be dlowed one duplicate permit without charge.

b. Replacement permits will cost $5.00 per replacement.
Employees choosing to park in downtown campus, County-provided parking lots shall pay amonthly
fee as shown in the schedule below labeled Current Fee. The County may increase the feg(s) by up to

15% over the life of the Agreement and the County agrees to provide aminimum of thirty-day notice
prior to increasing the fee (s). The new Maximum Fee is shown below.

Category of Parking Current Fee Maximum Fee
Genera Access $20.00 $23.00
Uncovered Reserved $35.00 $40.25
Covered Reserved $50.00 $57.50
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18.6.1 Aspart of the County’s Commute Trip Reduction efforts, the County will reimburse
employees who commute via bus to and from work, an amount equa to $44.00 per month for
the term of this Agreement.

18.7 License and Certifications.

18.7.1 The County shdl reimburse or otherwise pay the cost of licenses or certifications which
are required to maintain employment in the current classfication or required to qudify for
promotion to the next leve in an dternately staffed job family, e.g. Red Property Appraiser | to
[l or Engineering Technician Assgtant to Technician. This shdl include cases where new
requirements are established.

18.7.2 Codsfor licenses or certificates that are 1) required to qualify for entry into the
classfication (meaning the employee must possess them to be hired), 2) desired or required for
promotion to non-aternately staffed positions or 3) not viewed as cost-judtified by the
department, are the respongbility of the employee.

18.7.3 The gppendices to this Agreement may categorize specific licensng and certification
programs as they relate to this Section.

18.8 Dues and memberships. Funding for or rembursement of dues and membership shall be a the
discretion of department heads and dected officials or as outlined in gppendices to this Agreemen.
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ARTICLE 19. DISCIPLINE AND TERMINATION
19.1 Probationary Periods.
19.1.1 SeeAppendices A and B for length of probationary periods upon hire and promation.

19.1.2 The County may discipline or discharge an employee a any time during aninitid
probationary period, with or without cause, and such discipline or discharge shal not be subject
to appeal. Employees who fail apromotiond probationary period shall be returned to their
former classfication, position and sdary step.

19.2 Disciplinary Actions. Regular employees may be disciplined in the form of an ord warning,
written warning, sugpension, demotion or discharge for just cause except that ord warnings are not
grievable. The County may document ora warnings but such documentation shal not be included in the
employee s personnd file. Grievances concerning written warnings may not be processed beyond Step
3 (Human Resources Director asthe Board's designee for Labor Relations).

19.2.1 Inthe case of asugpension, demotion or discharge, the employee shal be provided a
letter setting forth the reason(s) for such action and shall be entitled to respond to the reasons or
recommended discipline before such action is taken. Employees are entitled to Union
representation at such meetings.

19.2.2 Employees shdl be given copies of dl disciplinary letters or performance evauations
before placement of such materiad into their personnd file and will be required to acknowledge
receipt in writing. The employee s Sgnature shdl not be consirued as agreement or
concurrence with the discipline or evauation. Copies of written reprimands and any other
disciplinary letters will be provided to the Union.

19.3 Disciplinary Investigations and Meetings. In disciplinary investigations, an employee shdl be
afforded dl Condtitutiona rights customarily associated with the Weingarten and Loudermill cases. If an
employee is sugpended prior to or during an investigation, they shdl bein a pay status pending outcome
of the investigation and/or disciplinary action. Employees shdl be advised of their right to Union
representation during any investigatory interview or meeting which could reasonably be expected to lead
to disciplinary action. Union representation is not required a non-investigatory meetings such asthose
conducted to notify the employee of disciplinary action being taken or imposed.

19.4 Personnel Files. Disciplinary materids at the level of awritten warning or higher shal be
maintained in the officid personnd file of the employee. Accessto personne files shdl be limited to the
employee, higher authorized representative, officias of the County who have a business need for the
access or as required by public records and freedom of information laws at the federd or Sate level.
Employees shal have the right to review their files after providing reasonable advance notice and shdll
have the right to attach reasonable materidsin explanation of or rebutta to adverse materids. Adverse
materias shall not be placed in the personnel file without the knowledge of the employee. Written
warnings shal be removed after two (2) years if there are no related problems.
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195 Voluntary Termination Procedure.

19.5.1 Resignation. Any employee dedring to terminate employment with the County in
good standing shal present aletter of resignation at least two (2) caendar weeks prior to the
effective date of termination. The date of resignation shdl be the last day of work and leave
payoffs shal be based on balances as of the date of termination. The letter of resignation shal
indicate the effective date and the reason for the resgnation. Employees who quit without
adequate notice may be indigible for future employment with the County. The Appointing
Authority may waive the two (2) week notification period.

19.5.2 Retirement. Employeeswho intend to retire should provide aminimum of thirty (30)
days written notice of retirement date.

19.5.3 Abandonment of Position.

19.5.3.1 Anemployee shal be considered to have resigned via abandonment of higher
position based on any of the following circumstances:

a. absencefor three (3) consecutive days without notice or gpprovd;

b. falureto return from aleave of absence following the last day of gpproved leave
after three (3) consecutive days without notice or gpprova.

19.5.3.2 Employees considered to have abandoned their positions will be terminated
and the separation will be treated as a resignation without notice. In the event it was not
the employee’ s intention to resign, absence without leave conditutes an adequate basis
for discipline and an employee may be involuntarily terminated for action condtituting
abandonment of the position unless the failure to notify was clearly beyond the
employee's control. The gppointing authority will send a confirming notice to employees
considered to have abandoned their postions.

19.5.3.3 In the event a grievance concerning abandonment is pursued to arbitration, the
arbitrator’ s authority shall be limited to determining whether this Section was properly

applied.

19.6 Indemnification. Clark County shdl protect, defend, hold harmless and indemnify for any
damages, including court ordered attorney's fees, al covered employees and their respective marital
communities againg any and dl clams or causes of action which arise as aresult of aleged acts or
errors and omission occurring within the scope of their duties and respongbilities or employment with
Clark County. The County may dect not to provide indemnification for acts not undertaken in good
faith, acts of misconduct or if the employee fals to fully cooperate with the defense of such action.
Legd representation services will be provided by the Prosecuting Attorney's Office or outside counsel
at the discretion of the County.
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ARTICLE 20. GRIEVANCE PROCEDURE
20.1 Purpose and Scope.

20.1.1 The purpose of this Grievance Procedure is to establish effective machinery for the fair,
expeditious and orderly adjustment of grievances. Only matters involving the interpretation,
gpplication, enforcement or aleged violation of an express provison of this Agreement and
gppendices shal conditute a grievance.

20.1.2 The parties agree that every effort should be made to resolve grievancesinformally with
thefirst level supervisor or others, as gppropriate, and to settle grievances at the lowest possible
levd. The grievant and/or the Union and the appropriate employer representative shal mest, if
necessary, to attempt to resolve the grievance a any step.

20.1.3 A grievance may moveto any leve in the grievance procedure by written mutua
agreement of the parties.

20.2 Filing and Processing Requirements. A grievance may be brought under this procedure by
one or more aggrieved employees, with or without a Union representative, or by the Union asa class
grievance (hereafter described as "the grievant™). No grievance shall be processed beyond Step 3
without Union concurrence and representation.

20.2.1 Distiplinary grievances shdl beinitidly submitted at Step 2. Grievances concerning
written warnings may not be processed beyond Step 3.

20.2.2 Class or class action grievances of bargaining unit wide application shdl beinitidly
submitted a Step 3. Class grievances are those which would potentially have application
across departmental lines and/or gpply to alarge number of employees covered by this
Agreement, for example, interpretation of overtime work periods.

20.2.3 A written grievance shall be sgned and dated and indicate the step at which is being
filed. Grievances not meeting the requirements of this Section shal not be consdered officiadly
filed or may not be moved to the next step until the missing information is provided, as
goplicable. Written grievances and regponses shdl address, at a minimum, the following points:

a The statement of the grievance/response and the facts upon which it is based;

b. A gtatement of the specific provison(s) of the Agreement that is (are) the basis of the
grievance/response,

¢. The manner in which the provision is purported to have been violated, misapplied or
misinterpreted (or in which the provision supports the response);

d. Thedate or dates on which the aleged violation, misinterpretation or misapplication
occurred; and
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e. The specific remedy sought or offered.
20.3 Timelines.

20.3.1 When computing deadlines under this Article, the day which triggers the deadline
(contract violation, receipt of grievance, etc.) shdl not be included. “Working days’ means
Monday through Friday, excluding holidays. Filing and response time limits shal be met by
maling, e-mail, ddivery or facamile transmisson. Receipt shal be considered to be the date of
actud receipt. The time limits prescribed herein may be waived or extended by mutua
agreement, in writing, by the aggrieved employee, or the Union in a class grievance, and the
appropriate Employer representative at each step.

20.3.2 A grievance not brought within the time limit prescribed for every step shdl be
consdered settled on the basis of the last decision received by the grievant or the Union. A
grievance or complaint not responded to by the Employer representative may be moved to the
next step in the procedure.

20.4 Steps.

20.4.1 Step 1. If unableto resolve the grievance informaly with the immediate supervisor, the
grievant shdl present the grievance in writing to his’lher immediate manager (defined asthefirgt
level of management not included in the bargaining unit or as otherwise designated by the
department head or eected officid). The grievance must be filed within ten (10) working days
of the occurrence of the grievance or the date the grievant knew or should have known of its
occurrence or the date of conclusion of informa resolution attempts.  Copies of the grievance
shdl be filed with the department head or elected officid and Human Resources. The
immediate manager must respond in writing within ten (10) working days.

20.4.2 Step 2. If thegrievanceis not resolved at Step 1, the aggrieved employee or the Union
shal submit the written grievance to the department head or eected officia within ten (10)
working days, following the manager's response. The department head or eected officid shal
respond in writing to this grievance within ten (10) working days.

20.4.3 Step 3. If the grievanceis not resolved at Step 2, the employee or Union shal subomit
the written grievance to the Human Resources Director as the Board's designee for Labor
Rdations within ten (10) working days of receipt of the department head or elected officid's
response. The Human Resources Director shdl respond in writing to this grievance within ten
(120) working days.

20.4.4 Step 4. If the grievance has not been resolved, the Union may refer the dispute to find
and binding arbitration. The Union shdl notify the County in writing, of submission to arbitration
within ten (10) working days after receipt of the Employer's written response in Step 3 above.
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20.4.5 The above steps shdl include meetings between the parties at the request of either party
to facilitate resolution of the grievance.

20.5 The Union and the County shal endeavor to mutualy agree upon an arbitrator. If a mutualy
acceptable arbitrator cannot be determined, the Union requesting arbitration shdl request alist of even
(12) qudified neutras (or as many as are available) from the Federa Mediation and Conciliation
Searvice (FMCS) who shdl reside in Oregon and Washington and be members of the Nationd
Academy of Arbitrators. Each party shdl have the right to reject one pane inits entirety and request
that anew pand be submitted. Within ten (10) working days after receipt of the lig, the parties shdll
dternatdy drike the names on theligt, and the remaining name shdl be the arbitrator. Thefirg strike
shdl be made by the Union. Asan dternative to requesting lists and striking names, the Union and the
County may agree to use the services of a particular arbitrator.

20.6 The arbitrator shall have the power to issue and enforce subpoenas in accordance with Chapter
7.04 RCW. The arbitrator shall not have the power to add to, subtract from, or modify the provisons
of this Agreement in arriving at a decison of the issue or issues presented, and shdl confine hisher
decison soldly to the interpretation, application, or enforcement of this Agreement.  The arbitrator shdl
confine him/hersdf to the issues submitted for arbitration, and shal have no authority to determine any
other issues not so submitted to him/her. The decision of the arbitrator shal be submitted within thirty
(30) days and shdl befind and binding upon the employees, Union and employer. The arbitrator's
decison shdl be in writing and within the scope and terms of this Agreemen.

20.7 Each party shdl be responsible for compensating its own representatives and witnesses. If ether
party desires a verbatim transcript of the proceedings, it shall pay the costs of the court reporter and of
the arbitrator's copy of the transcript. Should both parties desire a copy of the transcript, they shal
share the costs of the court reporter and of the arbitrator's copy of the transcript.  Thelosing party shall
bear the fees and expenses of the arbitrator.

20.8 It isagreed that the grievance procedure is intended to be the exclusive remedy for resolving
contractua disputes that may arise out of the interpretation or gpplication of this collective bargaining
agreement, and that taking an issue to arbitration shal conditute awaiver of theright of the Union to
litigete the subject matter in any other forum. However, this Agreement shall not congtitute awaiver of
the right to the individual employee to litigate the subject matter in any other form.

20.9 Mediation-Arbitration (Med-Arb). Asan dternative or supplement to the grievance
procedure, or for such other purposes as the parties may mutudly determine, the parties may invoke a
mediation-arbitration process to resolve grievances or other issues between them as provided herein.
As contemplated by this Section, mediation-arbitration involves the use of athird party, first to serve as
amediator, using contemporary mediation techniques, then, if that process fails to achieve aresolution,
to arbitrate or direct a solution which shdl be binding on both parties. A decision to utilize med-arb
shdl be voluntary by both parties and subject to the following understandings.

20.9.1 The mediator-arbitrator shal be a mutualy acceptable PERC dtaff representative, or in
the aternative, the parties may share equaly the cost of employing a fee-basi's mediator-
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arbitrator. The parties may choose to strike names from alist, employ a sanding panel or select
on a case-by-case basis.

20.9.2 If the parties agree to enter into mediation-arbitration, the mediator shdl first atempt to
ass¢ the partiesin achieving avoluntary resolution. If none can be achieved,

the mediator-arbitrator shal be empowered to fashion aremedy or resolution which shal be
binding upon both parties.

20.9.3 If the mediation process fails to produce a settlement, it is envisioned that the arbitrator
will issue a*“bench decision,” based on hisher understanding of the positions of the parties
gained through the mediation step and aforma hearing with exhibits, tesimony, briefs, evidence,
etc. is not expected to be necessary or required.
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ARTICLE 21. DEFINITIONS

Absence without L eave - Absence without gpprova or implied consent. Consent may beimplied
when the employee follows management’ s established practice for requesting leave.

Demotion - Appointment of an employee to ajob classfication with alower maximum top step saary.

Full Timeor Full Time Employee - A norma work schedule of forty (40) hours per week on a
continuing basis.

Higher Classification - A classfication with ahigher maximum base wage rate.

Homogeneous Classification Series— A classfication series, or job family, conssting of related job
functions and multiple pay levels with increasing tasks, complexity and indegpendence. The Appraisers
Unit conggts of two (2) job families. One job family contains the following titles: Industrial Appraiser,
Commercial Appraiser Specidist, Appraisd Systems Analys, Current Use Appraiser, Sales Anayst
Statistician and Real Property Appraiser I-1V. The second job family includes the Personal Property
Appraiser 11-1V. For the Purposes of the Engineers bargaining unit the homogeneous job families
include: Engineer 111 to Engineer 11/1, Senior Engineering Technician to Engineering Technician or
Assgant, Utility Coordinator to Senior Engineering Technician, Engineering Technician to Engineering
Assgant. Employees having completed the probationary period in any one of the job family levelsare
consdered to have completed the probationary period in any of the lower leve classficationsin the
family.

Lateral Classification - A dassfication with an identical maximum base wage rate.

Lateral Transfer - Appointment to a postion in alaterd classfication or between postionsin the
same classfication.

Lower Classification - A classfication with alower maximum base wage rate.
Part-Time - A normal work schedule of fewer than forty (40) hours per week.

Promotion - Appointment of an employee to a position in ahigher dassification with a higher maximum
top step of base wage rate.

Realignment - An adjustment to the sdary range of an entire classfication

Recall - The regppointment of alad off employee from arecdl list following layoff or the offering of a
position through the recall procedure.

Reclassification - A change of aregular budgeted position from one job classfication to another
(induding new dasgfications) and/or the resulting action on the incumbent employee. (As distinguished
from promotion when an employee promotes from one existing posgtion to another existing pogtion).
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a. Redassfication of ajob may be appropriate when the duties, responsihilities, scope of work
and other job factors change to such an extent that the classification to which it had been assigned
no longer adequately describes the work. Changes to ajob not warranting a reclassfication include
increased volume of the same level work, duties not previoudy assigned but within the same
classfication, enhanced technologica toolsto perform current duties, or longevity.

b. Changesto jobswhich may necesstate changesin classification can occur ingtantly, such as
when there is a planned reorganization within awork unit or department or over time from gradud
changesin the scope of duties or authority of a postion.

Reemployment - Therehire of aregular employee after more than one (1) year of separation or to a
classfication other than that from which the employee terminated. Employees may only be reemployed
by applying through normal competitive selection processes however employees who return to county
employment within two (2) years of separation shall be entitled to bridge their service for vacation
accrua purposes only.

Reinstatement - The rehire of an employee in his’her former classification pursuant to Section 9.4.11
of this Agreement within one year of termination.

Regular Employee - An employee who isin aregular budgeted position.

Salary - The employee srate of pay, whether expressed as an hourly or monthly figure. (See Article
12 for computation and discussion of hourly versus salaried trestment).

Salary Anniversary Date or Review Date- The date as specified by this Agreement upon which an
employeeisdigible for astep increase within hisgher range.

Service or Continuous Service - An employeeslength of continuous employment with the County
since higher most recent date of hire as afull-time or part-time employee in aregular budgeted position.
Seniority may be defined based on time in the County, Department, bargaining unit or job classfication
as provided by this Agreement.

Temporary Employee - An employee hired on alimited term basis.

Vacant and Available Positions- Those regular and funded positions which management has
determined will befilled.
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ARTICLE 22. SUBSTANCE ABUSE FREE WORKPLACE

22.1 Statement of Principle. The County and the Union, in keeping with the provisions of the Drug-
Free Workplaces Act of 1988, are committed to providing and maintaining a substance abuse-free
working environment for the safety, physica and menta hedlth of al employees and the public whom we
serve.

Any unlawful manufacture, didribution, dispensation, possession, use or working under the influence of
anillegd drug or controlled substance in or on any County facility, vehicle or while on County business
is grictly prohibited. Consumption of acohal is prohibited for employees while on duty (induding any
breaks, lunches, etc.) or while in a designated "on-cdl" status or two (2) hours following an accident or
incident (unless a breath dcohol test has dready been performed).

Clark County has established a drug awareness program which includes, but is not limited to, the
following confidential employee sarvices:

1. Drug counsding and rehabilitation available through the County’ s medica insurance plans

2. Employee Assgance Progran (EAP) that may asss in counsding employees with
substance/a cohol abuse problems

3. Clark County Dept. of Community Services: Alcohol and Drug Services Program

Any employee found to be in violation of the County’ s Substance Abuse Free Workplace Policy will be
subject to a requirement to participate satisfactorily in an abuse assistance or rehabilitation program
approved for such purposes by a federd, State, local hedlth, or appropriate agency approved by Clark
County, and/or gppropriate disciplinary action up to and including termination.

22.2 Covered Classifications. All dassficationswithin the Union bargaining unit are covered by this
aticle.

22.3 Drug or Alcohol Tests Required.

22.3.1 Pogt Incident. To be conducted after accidents and/or incidents involving an employee
and/or equipment and/or facility. Post incident testing shall take place as soon as practicable,
but no later than within two (2) hours following the accident or incident for dcohol and within
thirty-two (32) hours of the accident or incident for drugs. An employee subject to such testing
is expected to remain readily available to undergo the tests. However, this should not be
construed to require the delay of necessary medical attention for injuries or to prohibit an
employee from leaving the scene of an accident or incident if necessary to obtain assstance to
respond to the accident or incident or to obtain emergency medica care. In dl circumstances
the employee will be transported to the testing Site. An employee waiting to be tested will
remain in paid satus from the time of the accident/incident until testing is completed.
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Employees who test negative will be trangported back to the duty station and remain on paid
datus for the completion of the shift or if norma work hours are exceeded, until leaving the
normal place of work. Employees whose tests are not immediately available will be transported
from the test Ste to their residence viaaloca cab company at the County’ s expense.
Employees, who |leave the scene of an accident or incident ingppropriately, will be consdered
to have refused to test and will be subject to corrective disciplinary action up to and including
termination.

22.3.2 Reasonable Suspicion. Conducted when a supervisor observes specific indicators
characterigtic of prohibited drug or acohol useis presert in the employee's appearance,
behavior, speech or body. The supervisor will request another supervisor's opinion (both
supervisors must agree) prior to requesting an employee to take a reasonable suspicion
drug/dcohol test. At thistime, the employee shdl be informed of the right to Union
representation. Thiswill not be construed as an opportunity for an employee to deay testing.
Employees may not operate county motor vehicles or equipment after being notified that a
reasonable suspicion test iswarranted. Additionaly, employees believed to be under the
influence or impaired for any reason shal be transported to the testing Site. Following the
testing, the employee will be transported home viaaloca cab company, a the County's
expense, or provided the opportunity to contact a non-duty-employee or non employee for a
ride. The employee will beinformed thet the law enforcement authorities shdl be notified of
his’her vehicle license number if the employee ingsts on driving. In no case will asupervisor or
other on-duty employee transport the employee.

22.3.3 Refusal to Test. Refusng or falling to submit an adequate specimen for drug or
acohoal testing or specimen tampering during specimen collection, as defined by the Medicd
Review Officer (MRO), will be treated asif the employee has tested positive. The employee
will be evauated by a Substance Abuse Professond (SAP) or Chemica Dependency
Professond (CDP) and will be subject to discipline up to and including immediate termination.

22.3.4 Refusd to submit to atest includes:
Refusdl to take adrug or dcohol test
Tampering with or attempting to adulterate the specimen or collection procedure
Not reporting to the collection Site in the time dlotted, or

Leaving the scene of an accident or incident without avaid reason before  testing.

22.3.5 Providing False Information. Any employee providing fase information will be
treated as if they have tested positive, be evaluated by a SAP or CDP, and will be subject to
discipline up to and including immediate termination.

22.4 Drug/Alcohol Testing Processes. Drug and acohol testing shal be conducted in drict
accordance with federd regulations to ensure accuracy, reliability, and confidentidity. Testing records
and results will be released only to those authorized by the federd drug and dcohol testing rulesto
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receive such information. Clark County will make every gppropriate effort to protect the employee's
privacy and dignity during the sample collection, testing and notification process.

22.4.1 Drug Testing. Specimen collection for drug testing will conform to controlled certified
laboratory standards to maintain documented chain of custody and assure sample reliability.
Tedting for drugs will be conducted ether at the MRO' s office during norma business hours or
at Southwest Washington Medical Center or Legacy Salmon Creek Hospitdl outside of norma
business hours. The specific procedure used for testing is as follows:

The collection site personnel will obtain the gppropriate urine custody and control forms
and inspect the collection room.

The donor will be asked to present picture identification to the collection site person.
The donor will check belongings and remove unnecessary outer garments.

Donor will wash hands, take the collection cup and enter the privacy enclosure to
collect at least forty-five (45) milliliters of gpecimen unobserved.

The collection Ste person records the temperature of the specimen.

The specimen will be split into two bottles.

Both bottles will be labeled and sedled in front of the donor.

The custody control form will be completed, transferring custody from the donor to the
collection site person.

The split pecimen will be placed in secure storage until shipped for andysis.

Theintegrity of the testing process is ensured through avariety of methods. The collection Ste
is secured when not in use, access to the Siteis restricted during specimen collection, water
sources are controlled to discourage specimen adulteration, trained Site collection personne
carefully follow prescribed procedures, specimens are labeled and sealed in front of the donor,
chain of custody forms are used, specimens are left in locked storage, and the |aboratories used
for analyss must meet gtrict standards to be certified by the Nationd Indtitute of Drug Abuse
(N..D.A).

Theinitid drug screen shal use the Immunoassay (EMIT) process and the confirmatory test will
be by gas chromatography/mass spectrometry. The drug testing results will be reviewed and
positive tests interpreted by the MRO. The following tests and positive test levels shdl be

used:
Initid Confirmation
Marijuana and metabolites 50 ng/ml 15 ng/ml
Cocaine and metabolites 300 ng/ml 150 ng/ml
Amphetamines and metabolites 1000 ng/ml 500 ng/ml
Opiates 300 ng/ml 300 ng/ml
PCP (Phencyclidine) 25 ng/ml 25 ng/ml
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22.4.2 Alcohol Testing. The acohol test will be performed using an Evidentia Breeth Testing
(EBT) devicethat is approved by the Nationa Highway Traffic Safety Adminigtration
(NHTSA) and adminigtered by atrained Breath Alcohol Technician (BAT).

The dcohoal testing process will consst of the following steps:

Upon arivd, the employee will be shown to the testing site. The site will afford the
employee privacy during the process.

The employee will provide picture identification to the BAT for ingpection.

The BAT will explain the test process and will, with the employee, complete the Alcohol
Tegting Form.

The BAT will open a seded digposable mouthpiecein view of the employee and attach it to
the EBT device for ascreening test.

The employee will blow forcefully into the mouthpiece and be shown the result.

If the test result is less than .04 the test will be recorded as negative.

If theinitid test indicates an acohol concentration of .04 or greater, a second confirmatory
test will be conducted a least 15 minutes, but not more than 20 minutes, after the initid test.
Before the confirmatory test is conducted, the BAT shal conduct an airblank test which
must read 0.00 to proceed.

The confirmatory test will be conducted using the same screening procedures as the
screening test with the exception of the post-test airblank.

If the test results are not identical, the result of the confirmatory test is considered to be the
find result.

The integrity of the alcohol testing processis ensured through the externd calibration checks
required on the EBT device, the security of the testing Site and EBT device, and the drict testing
procedures required to produce avalid test.

22.5 Positive Test Results.

An employee who tested .04 or greater for acohol or failsto pass adrug test will be removed from the
performance of higher job, and evauated by a substance abuse professional. An employee may
subgtitute any available vacation, floating holiday or comp time for the non-pay status.

An employee who tests positive for illega drugs or controlled substances will be removed from the
performance of his’her job, and evaluated by a Substance Abuse Professiona (SAP) or Chemica
Dependency Professiond (CDP).

An employee who tests positive for drugs shdl have the right to challenge the accuracy of the test
results. The employee may request thet the originad sample be analyzed again. Such request must be
made within 72 hours of when the MRO made the employee aware of the origind test results.
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22.6 Pay Status.

If an employeeis removed from higher job prior to or during an investigation, they shdl bein apay
gtatus pending outcome of the investigation and/or disciplinary action. Employees shal be advised of
their right to union representation during any investigatory interview or meeting which could reasonably
be expected to lead to disciplinary action.

Employees who have satisfied any disciplinary action and who are in a recognized trestment program
for adrug or alcohol problem may use available sick leave, floating holiday, accrued vacation or comp
time for counsdling and trestment.

22.7 Return to Duty and Followup Testing.

An employee who tests positive for anillega drug, controlled substance and/or dcohol will generdly be
alowed to return to duty following compliance with dl trestment recommendations of the SAP or CDP.
Employees who test positive a second time for anillegd drug, controlled substance or acohol or who
fail to comply with treatment requirements (as determined by the SAP or CDP) are subject to
immediate termination.

Follow up testing will be conducted when an individua who has violated the prohibited substance abuse
conduct standards returns to work. Follow-up tests are unannounced and will be conducted-as
recommended by the SAP or CDP. Employees testing positive during the follow-up testing period are
subject to discipline up to and including immediate termination.

22.8 Employee Rights and Responsibilities.
The County will keep confidentid dl testing results.

If a any point the results of the testing procedures specified in Section (Drug & Alcohol Testing
Processes) of this Article are negative, al further testing shdl be discontinued. The employee will be
provided a copy of the results, and al other copies of the results (including the origind) will be
maintained in the Human Resources Department.

Prior to participating in the mandatory testing process, employees who voluntarily seek assistance
concerning adrug or adcohal problem shdl not be disciplined by the employer and will be immediately
referred to the County's EAP. Employees may use available sick leave, floating holiday, accrued
vacation or comp time for counsdling and treatment.

An employee not designated "oncall" and requested to report to work shdl inform their supervisor of
any inability to work due to the consumption of acohol or drugs which may impair the employee's
ability to safely perform hisher job. Under this Section, an employee will not be subject to discipline for
advisng the employee’ s supervisor of hisher inability to work.

All employees who must use a prescription drug that causes or resultsin adverse Sde effects (e.g.,
drowsiness or impaired reflexes or reaction time) shdl inform their supervisor theat they are taking such
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medication according to the advice of a physcian. Employees are not required to notify their supervisor
of the name of the medication, only that they are taking a medication thet causes adverse side effects. If
the prescription drug use could cause productivity or safety problems, a supervisor may grant the
employee sick leave or temporarily assign the employee different duties, if available.

Employees are required, in compliance with this Substance Abuse Free Workplace Policy, to notify the
County of any crimind datute conviction for a substance abuse related violation occurring in the
workplace no later than five (5) working days after such conviction.

22.9 Education and Training.

All supervisors and first level managers will be required to attend atraining course which will cover this
policy, the effects of illegd drugs, controlled substances and/or acohol abuse in the workplace,
behaviord symptoms of being under the influence of drugs and dcohol, and rehabilitation services
available. Union shop stewards will be invited to attend the above training. Employees attending the
training will be on paid gatus. Refresher courses will be offered periodicaly and will dso be on paid
gatus.

All employees will receive a copy of this Section, informationa materials about the effects of controlled
substances/a cohal in the workplace and rehabilitation services available.

22.10 Record Retention.
The drug and acohol records will be maintained in the Human Resources department in a secure
location with controlled access, in accordance with HIPAA guidelines. The following records shdl be
maintained for five (5) years

Records of acohol test results indicating an acohol concentration of .04 or gresater.

Records of verified pogitive drug test results.

Documentation of refusa to take arequired acohol/drug tests.

Drug and Alcohol related evauations and referrals.
Records of negative and canceled drug tests and a cohol test results with a concentration of lessthen
.04 shdl be expunged immediately unless following avdid postive test and in that case subject to the
same retention as the pogitive test.
The County shall provide copies of these records to other employers when former County employees
have gpplied for employment with those employers and have written and signed arelease form
authorizing the County to release such informeation.
22.11 Laws & Regulations
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Should the federa or state government requirements change, the parties agree to negotiate the impact of
the change on mandatory subjects of bargaining.
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ARTICLE 23. SCOPE AND DURATION

23.1 Entire Agreement. This Agreement and its Appendices congtitute the entire Agreement
between the parties and concludes collective bargaining for its term subject only to adesire by both
parties to mutudly agree to amend or supplement a any time. The County and the Union hereby
voluntarily and unqudifiedly waive theright, and each agrees that the other shal not be obligated, to
bargain collectively with respect to any subject matter referred to or covered by this Agreement. With
respect to subjects not covered by this Agreement, the parties agree that the County may temporarily
implement changes pending the outcome of any bargaining required by RCW 41.56.

23.2 Savings Clause. Should any article, section, or portion thereof, of this Agreement be held
unlawful and unenforcegble, such decison shdl apply only to the specific article, section, or portion
thereof directly affected. The parties agree to immediately negotiate a subgtitute, if possble, for the
invalidated article, section or portion thereof. All other portions of this Agreement, and the Agreement
asawhole, shdl continue without interruption for the term hereof.

23.3 Duration and Renewal. The parties agreethat dl provisons of this Agreement and its
gppendices shdl be effective on the first day of the second month following signing except for those
provisons which have a specific effective date in the Agreement. It shdl remain in full force and effect
through the 30th day of June 20009.
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APPROVAL

This Agreement entered into between Clark County and the International Federation of Professond
and Technica Enginears, Locd 17, Appraisers Unit and Engineers Unit, was formaly sgned and

approved on the day of January 2007.

BOARD OF CLARK COUNTY COMMISSIONERS

Steve Stuart, Chair

FORTHE COUNTY

Francine M. Reis, Human Resour ces Dir ector

Keith B. Larson, Human Resour ces M anager

Kathi Curtis, Employee Relations M anager
Community Development

Peggy Muhly, Employee Relations M anager
Public Works

Bill Wright, Engineering Services M anager
Public Works

Geor ge Simpson, Deputy Assessor
Assessor’s Office

Howard M. Webber, Program M anager |1
Assessor’s Office

Linda Franklin
County Assessor

Clark County and Local 17
Agreement for 2006 —2009

FOrRLocCAL 17, IFPTE

Joseph L. M cGee, Executive Director

Rene Jankiewicz, Union Representative

Mike Davis
Pam Mason
Mary Fleisher
Greg Peterson
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EXHIBIT A

APPRAISERS — LOCAL 17

Effective January 1, 2007 3.4%

Table | Rg. | Title Step 1 2 3 4 5 6
AP 250 | Real Property Appraiser | 14.83 1552 | 16.33 | 17.14 | 18.00 | 18.89
AP | 253 | Personal Prop Auditor App I 17.14 | 18.00 | 18.89 | 19.85 | 20.84 | 21.88
AP 253 | Real Property Appraiser I 17.14 18.00 | 18.89 | 19.85 | 20.84 | 21.88
AP | 256 | Real Property Appraiser lll 19.85 | 20.84 | 21.90 | 22.99 | 24.13 | 25.33
AP 257 | Personal Prop Auditor App lll 20.84 [ 21.90 [ 22.99 | 24.13 | 25.34 | 26.59
AP | 257 | Sales Analyst Statistician 20.84 | 21.90 | 22.99 | 24.13 | 25.34 | 26.59
AP 259 | Appraisal Systems Analyst 22.99 24,13 | 25.34 | 26.60 | 27.94 | 29.32
AP | 259 | Current Use Appraiser 2299 | 24.13 | 25.34 | 26.60 | 27.94 | 29.32
AP 259 | Personal Prop Auditor App IV 22.99 24,13 | 25.34 | 26.60 | 27.94 | 29.32
AP | 259 | Real Property Appraiser IV 22,99 | 24.13 | 25.34 | 26.60 | 27.94 | 29.32
AP | 260 | Commercial Appraiser Spec. 24.13 | 25.34 | 26.60 | 27.94 | 29.31 | 30.78
AP | 261 | Industrial Appraiser 25.34 | 26.60 | 27.94 | 29.31 | 30.80 | 32.33

Effective January 1, 2008 3.25%

Table | Rg. | Title Step 1 2 3 4 5 6
AP | 250 | Real Property Appraiser | 1531 | 16.02 | 16.86 | 17.70 | 18.59 | 19.50
AP 253 | Personal Prop Auditor App Il 17.70 18.59 | 19.50 | 20.50 | 21.52 | 22.59
AP | 253 | Real Property Appraiser || 17.70 | 18.59 | 19.50 | 20.50 | 21.52 | 22.59
AP 256 | Real Property Appraiser Il 20.50 [ 21.52 [ 22.61 | 23.74 | 24.91 | 26.15
AP | 257 | Personal Prop Auditor App lll 2152 | 22.61 | 23.74 | 24.91 | 26.16 | 27.45
AP 257 | Sales Analyst Statistician 21.52 22.61 | 23.74 | 24.91 | 26.16 | 27.45
AP | 259 | Appraisal Systems Analyst 23.74 | 24.91 | 26.16 | 27.46 | 28.85 | 30.27
AP 259 | Current Use Appraiser 23.74 | 2491 | 26.16 | 27.46 | 28.85 | 30.27
AP | 259 | Personal Prop Auditor App IV 23.74 | 24.91 | 26.16 | 27.46 | 28.85 | 30.27
AP 259 | Real Property Appraiser IV 23.74 | 2491 | 26.16 | 27.46 | 28.85 | 30.27
AP | 260 | Commercial Appraiser Spec. 2491 | 26.16 | 27.46 | 28.85 | 30.26 | 31.78
AP | 261 | Industrial Appraiser 26.16 | 27.46 | 28.85 | 30.26 | 31.80 | 33.38
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APPRAISERS — LOCAL 17

Effective January 1, 2009 3.0%

Table | Rg. | Title Step 1 2 3 4 5 6
AP | 250 | Real Property Appraiser | 1531 | 16.02 | 16.86 | 17.70 | 18.59 | 19.50
AP 253 | Personal Prop Auditor App Il 18.23 19.15 | 20.09 | 21.12 | 22.17 | 23.27
AP | 253 | Real Property Appraiser || 18.23 | 19.15 | 20.09 | 21.12 | 22.17 | 23.27
AP | 256 | Real Property Appraiser llI 21.12 | 22.17 | 23.29 | 24.45 | 25.66 | 26.93
AP | 257 | Personal Prop Auditor App lll 22.17 | 23.29 | 24.45 | 25.66 | 26.94 | 28.27
AP 257 | Sales Analyst Statistician 22.17 23.29 | 24.45 | 25.66 | 26.94 | 28.27
AP | 259 | Appraisal Systems Analyst 24.45 | 25.66 | 26.94 | 28.28 | 29.72 | 31.18
AP 259 | Current Use Appraiser 2445 | 25.66 [ 26.94 | 28.28 | 29.72 | 31.18
AP | 259 | Personal Prop Auditor App IV 24.45 | 25.66 | 26.94 | 28.28 | 29.72 | 31.18
AP | 259 [ Real Property Appraiser IV 2445 | 25.66 | 26.94 | 28.28 | 29.72 | 31.18
AP | 260 | Commercial Appraiser Spec. 25.66 | 26.94 | 28.28 | 29.72 | 31.17 | 32.73
AP 261 | Industrial Appraiser 26.94 | 28.28 | 29.72 | 31.17 | 32.75 | 34.38
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ENGINEERS — LOCAL 17

Effective January 1, 2007 3.4%

Table | Rg. | Title Step 1 2 3 4 5 6
EN 200 | Real Property Assistant 15.27 16.01 | 16.82 | 17.65 | 18.55 | 19.47
EN 204 | Engineering Technician, Ass't 18.11 | 18.99 | 19.93 | 20.95 | 22.00 | 23.11
EN 205 | Real Property Agent | 18.99 19.93 | 20.95 | 22.00 | 23.10 | 24.70
EN 207 | Design Drafter 20.95 | 22.00 | 23.10 | 24.24 | 25.46 | 26.74
EN 207 | Engineer | 20.95 22.00 | 23.10 | 24.24 | 25.46 | 26.74
EN 207 | Engineering Technician 20.95 22.00 | 23.10 | 24.24 | 25.46 | 26.74
EN 207 | Traffic Signal Technician 20.95 | 22.00 | 23.10 | 24.24 | 25.46 | 26.74
EN | 207A | Engineering Technician - Cert Prem 22.00 [ 23.10 [ 24.24 | 25.46 | 26.74 | 28.05

EN [ 207A | Engineering Technician - Chief of Party 22.00 | 23.10 | 24.24 | 25.46 | 26.74 | 28.05

EN 208 | Capital Project Manager | 22.00 | 23.10 | 24.24 | 25.46 | 26.74 | 28.05
EN 208 | Real Property Agent Il 22.00 23.10 | 24.24 | 25.46 | 26.74 | 28.05
EN 210 | Engineer Il 24.24 | 25.46 | 26.74 | 28.06 | 29.49 | 30.95
EN 210 | Engineering Technician, Sr. 2424 | 25.46 | 26.74 | 28.06 | 29.49 | 30.95
EN 210 | Real Property Agent llI 24.24 25.46 | 26.74 | 28.06 | 29.49 | 30.95
EN 210 | Traffic Signal Technician, Sr 2424 | 25.46 | 26.74 | 28.06 | 29.49 | 30.95
EN 210 | Waste Reduction Specialist 24.24 25.46 | 26.74 | 28.06 | 29.49 | 30.95
EN 211 | Capital Project Manager I 25.46 | 26.74 | 28.06 | 29.49 | 30.93 | 32.49
EN 212 | Utility Coordinator 26.74 | 28.06 | 29.49 | 30.93 | 3250 | 34.11
EN 213 | Engineer I 28.06 [ 29.49 | 30.93 | 32.50 | 34.11 | 35.85
EN 214 | Capital Project Manager Il 29.49 | 30.93 | 32.50 | 34.11 | 35.85 | 37.63
EN 214 | Traffic Engineer 29.49 30.93 | 32.50 | 34.11 | 35.85 | 37.63
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ENGINEERS — LOCAL 17

Effective January 1, 2008 3.25%

Table | Rg. [ Title Step 1 2 3 4 5 6
EN 200 | Real Property Assistant 15.77 | 1653 | 17.37 | 18.22 | 19.15 | 20.10
EN 204 | Engineering Technician, Ass't 18.70 | 19.61 | 20.58 | 21.63 | 22.72 | 23.86
EN 205 | Real Property Agent | 19.61 20.58 | 21.63 | 22.72 | 23.85 | 25.50
EN 207 | Design Drafter 21.63 22.72 | 23.85 | 25.03 | 26.29 | 27.61
EN 207 | Engineer | 21.63 22.72 | 23.85 | 25.03 | 26.29 | 27.61
EN 207 | Engineering Technician 21.63 | 22.72 | 23.85 | 25.03 | 26.29 | 27.61
EN 207 | Traffic Signal Technician 21.63 22.72 | 23.85 | 25.03 | 26.29 | 27.61
EN | 207A | Engineering Technician - Cert Prem 22.72 | 23.85 | 25.03 | 26.29 | 27.61 | 28.96

EN | 207A | Engineering Technician - Chief of Party 22.72 | 23.85 | 25.03 | 26.29 | 27.61 | 28.96

EN 208 | Capital Project Manager | 22.72 | 23.85 [ 25.03 | 26.29 | 27.61 [ 28.96
EN 208 | Real Property Agent 22.72 23.85 | 25.03 | 26.29 | 27.61 | 28.96
EN 210 | Engineer I 25.03 26.29 | 27.61 | 28.97 | 30.45 | 31.96
EN 210 [ Engineering Technician, Sr. 25.03 [ 26.29 | 27.61 | 28.97 | 30.45 [ 31.96
EN 210 | Real Property Agent llI 25.03 26.29 | 27.61 | 28.97 | 30.45 | 31.96
EN 210 | Traffic Signal Technician, Sr 25.03 [ 26.29 [ 27.61 | 28.97 | 30.45 [ 31.96
EN 210 | Waste Reduction Specialist 25.03 | 26.29 | 27.61 | 28.97 | 30.45 [ 31.96
EN 211 | Capital Project Manager | 26.29 | 27.61 | 28.97 | 30.45 | 31.94 | 33.55
EN 212 | Utility Coordinator 27.61 28.97 | 30.45 | 31.94 | 33.56 | 35.22
EN 213 | Engineer llI 28.97 | 30.45 | 31.94 | 33.56 | 35.22 | 37.02
EN 214 | Capital Project Manager Il 30.45 31.94 | 33.56 | 35.22 | 37.02 | 38.85
EN 214 | Traffic Engineer 30.45 | 31.94 | 33.56 | 35.22 | 37.02 | 38.85
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ENGINEERS — LOCAL 17

Effective January 1, 2009 3.0%

Table | Rg. [ Title Step 1 2 3 4 5 6
EN 200 | Real Property Assistant 16.24 | 17.03 | 17.89 | 18.77 | 19.72 | 20.70
EN 204 | Engineering Technician, Ass't 19.26 | 20.20 | 21.20 | 22.28 | 23.40 | 24.58
EN 205 | Real Property Agent | 20.20 21.20 | 22.28 | 23.40 | 24.57 | 26.27
EN 207 | Design Drafter 22.28 23.40 | 24.57 | 25.78 | 27.08 | 28.44
EN 207 | Engineer | 22.28 23.40 | 24.57 | 25.78 | 27.08 | 28.44
EN 207 | Engineering Technician 22.28 | 23.40 | 2457 | 25.78 | 27.08 | 28.44
EN 207 | Traffic Signal Technician 22.28 23.40 | 24.57 | 25.78 | 27.08 | 28.44
EN | 207A | Engineering Technician - Cert Prem 23.40 | 2457 | 25.78 | 27.08 | 28.44 | 29.83

EN | 207A | Engineering Technician - Chief of Party 23.40 | 2457 | 25.78 | 27.08 | 28.44 | 29.83

EN 208 | Capital Project Manager | 23.40 24.57 | 25.78 | 27.08 | 28.44 | 29.83
EN 208 | Real Property Agent 23.40 24.57 | 25.78 | 27.08 | 28.44 | 29.83
EN 210 | Engineer I 25.78 27.08 | 28.44 | 29.84 | 31.36 | 32.92
EN 210 [ Engineering Technician, Sr. 25.78 | 27.08 | 28.44 | 29.84 | 31.36 [ 32.92
EN 210 | Real Property Agent llI 25.78 27.08 | 28.44 | 29.84 | 31.36 | 32.92
EN 210 | Traffic Signal Technician, Sr 25.78 27.08 | 28.44 | 29.84 | 31.36 | 32.92
EN 210 | Waste Reduction Specialist 25.78 | 27.08 | 28.44 | 29.84 | 31.36 | 32.92
EN 211 | Capital Project Manager Il 27.08 | 28.44 | 29.84 | 31.36 | 32.90 | 34.56
EN 212 | Utility Coordinator 28.44 | 29.84 | 31.36 | 32.90 | 34.57 | 36.28
EN 213 | Engineer llI 29.84 | 31.36 | 32.90 | 34.57 | 36.28 | 38.13
EN 214 | Capital Project Manager Il 31.36 32.90 | 34.57 | 36.28 | 38.13 | 40.02
EN 214 | Traffic Engineer 31.36 | 32.90 [ 34.57 | 36.28 | 38.13 | 40.02
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APPENDIX A
between
CLARK COUNTY, WASHINGTON
and

APPRAISERS AND OTHER PROFESSIONALSUNIT

July 1, 2006 - June 30, 2009

Appraisersand Other Professionals. Loca 17, International Federation
of Professond and Technicad Engineers, AFL-CIO
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APPENDIX A

APPRAISERS AND OTHER PROFESSIONALSUNIT

The bargaining unit covered by this Appendix is Appraisers and Other Professonals and is defined as dll
regular full time and regular part-time employees in the classfications listed below and represented by

the Internationa Federation of Professona and Technica Engineers, Loca 17, AFL-CIO.

COVERED CLASS FICATIONS

Title Range

Red Property Appraiser |

Personal Property Auditor Appraiser [l
Redl Property Appraiser 11

Real Property Appraiser 111

Personal Property Auditor Appraiser I
Sdes Andydt Statigtician

Current Use Apprai ser

Personal Property Auditor Appraiser IV
Apprasa Sysems Anayst

Redl Property Appraiser IV
Commercia Appraiser Specidist
Industrid Appraiser

1.0 Health and Safety.

250
253
253
256
257
257
259
259
259
259
260
261

The parties agree that hedth and safety issues, including air quaity, will be ahigh priority subject for
Labor/Management meetings (Article 5) during the term of this Agreement. The county shdl be
responsible for ensuring that al work is done in accordance with applicable State, Federa and County
hedlth and safety codes, ordinances and/or regulations. Alleged violations of this commitment shdl be
subject to this Agreement’ s grievance procedure: provided however, that any disputes which remain

unresolved after Step 3 of said procedure are not subject to binding arbitration.

2.0 Pay-related I ssues.

2.1 Licensesand Accreditations. The County will reimburse or otherwise pay the cost of
securing and maintaining accreditation and/or state- certified licenses according to the following

chart:
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Accreditation (through DOR) or
Certified Licenses (DOL)

Applicable Classfications

State- Certified Genera Red Estate Appraiser
License

Red Property Appraiser IV - Commercid
Industriad Appraiser

Current Use Appraiser

Appraisd Sysems Andyst

State- Certified Resdentid Red Edtate
Appraiser License

Red Property Appraiser IV - Specidist
Real Property Appraiser 11 and 11

State Redl Property Appraiser Accreditation

All bargaining unit dassifications

State Personal Property Appraiser
Accreditation

Persona Property Auditor Appraiser IV
Personal Property Auditor Appraiser 11

Personal Property Auditor Appraiser |1

2.1.1 The County shal not pay for the cost of a class necessary for an accreditation or
licenseif the class had previoudy been taken and paid for by the County, but thetime
within which to receive credit for the class has lapsed.

2.1.2 The County’s obligation to pay for testing and related fees under this Section
shdl be conditioned upon the employee s passing the test and securing the certification.

2.1.3 Inthe event that a bargaining unit member is unable to secure the State Redl
Property Appraiser Accreditation, the Assessor will evauate the Situation and determine
the appropriateness of requesting that the individua be granted the aternative
Competency Certificate. Testing and related fees will be paid or rembursed by the
County for Competency Certificatesinitiated by the Assessor and gpproved by the
Department of Revenue.

2.2 Examination Fees. The County shal pay the examination fees required for the Red
Property Appraisers il and IV required to take and pass the Real Property Apprai ser
Competency Examination administered by the Department of Revenue.

2.3 IAAO Membership. Members of the Appraisers Unit shall recommend three bargaining
unit members to the Assessor by December of each year for whom the County will pay fees
and dues necessary to acquire or maintain their membership in IAAQ.

2.4 Probationary Period. The initia probationary period for those newly hired into the
bargaining unit shal be twelve months. Employees promoted under the Alternate Staffing
Section 8.1.3 of this Agreement shall not serve a probationary period following the promotion.
All other promoations, including those resulting from a recruitment and salection process, shdl
serve a probationary period of six (6) months. The probationary periods shall be extended by
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the length of any unpaid leave in excess of fifteen (15) days occurring during the probationary
period.

2.5 Step Increases. Step increases equivaent to aone (1) step increase in the sdary range
for the gpplicable classfication shdl be granted to employees after twelve (12) months at each
gtep in the range, in accordance with Section 12.4 of the Master Agreement, except in the
following circumstances:

2.5.1 The Assessor may advance an employee two (2) steps, provided that the
Assessor has judtified such action in writing to the County Administrator.

2.5.2 The step increase date will remain congtant whether the step is accelerated or
withheld.

3.0 Equipment.

3.1 Personal Expense. Employees shdl not be required to purchase a persona expense
tools and equipment necessary to do the job. For purposes of this Section, automobiles are not
considered tools or equipment.

3.2 Employees who are required by the County to use their persond vehicles for County
business shdl be reimbursed for work related mileage. The reimbursement rates shdl be
adjusted at such times and in such amounts as the RS- gpproved mileage rembursement rate is
adjusted. The rate for established properties shall be five cents more than the IRS mileage
reimbursement rate; the rate for new congtruction shall be seven cents more.

3.3 Assgnment of pool vehicles and use of persond vehicles on County business shdl be & the
sole discretion of the County. Employees may be required to use their persond vehiclein
carrying out their assigned duties as a condition of employment and in accordance with the
terms of this Section and following the Assessor's consideration of the impact upon insurance
coverage and car ownership.

4.0 Other Employment Practices.

4.1 Outsde Employment. Appraisers may act as independent fee appraisers or red estate
sdes agents outside of regularly scheduled work hours and only for properties outside of Clark
County boundaries.

4.2 Promotional Ladder. Promation under this Section shdl bein lieu of the posting process
for filling vacancies.

4.2.1 Employees classified as Real Property Appraisers| will be promoted to the next
levd after one (1) full year of service and when they have obtained the required
benchmarks as identified below:
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4.2.1.1 Achieved the State Appraiser Accreditation.

4.2.1.2 Demongrated mainframe software proficiency and working knowledge
and ability in spreadsheet and word processing applications.

4.2.1.3 Demonstrated an accurate and condstent understanding and response
to supervisory direction and training.

4.2.1.4 Congstently produced complete and accurate work products with
limited supervison.

4.2.1.5 Shown the ability to perform the work at the Appraiser 11 level as
distinguished within the job description.

4.2.2 Indl other circumstances, provided the Appraiser | has the required certification
and datutory requirements, promotion to the Il level shal occur after two (2) years as
an Appraiser |.

4.2.3 Employees classified as Red Property Appraisers |l will be promoted to the
Appraiser 111 leved after two (2) years of service provided they have obtained all
required certifications and completed al statutory requirements for the Red Property
Appraiser 11 classfication.

5.0 Transers.

5.1 “Tranderswithin or between classfications’ of the Master Agreement shdl be amended as
follows When management determines that a transfer opportunity becomes available in the
bargaining unit the hiring manager will pogt the opportunity eectronicdly to the bargaining unit.
The dectronic posting will identify the position open and the timeline for response. Interested
employees must then submit an dectronic "trander form"” to the hiring manager within the
dlotted time limits. An employee who transfers laterdly to anew classficaion shdl servea
probationary period of not more than six (6) months. A transfer employee shdl have reversion
rights to the former position for six months. This provison in no way waves the requirement that
an employee serve an initid twelve (12) month probationary period and an employee who has
not served a twelve (12) month probationary period will not have reverson rights.

6.0 Seniority for Purposes of L ayoff.

6.1 Seniority for purposes of layoff shal be based upon bargaining unit seniority, defined asall
continuous service in pogitions within the bargaining unit Snce the last dete of hire or
gppointment to a pogtion in the unit with condderation given to bresks in service asidentified in
thisarticle. The following additional congderations shdl gpply as warranted:
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6.1.1 Bargaining unit seniority shal be caculated based upon continuous service since
the last date of hire or gppointment into any classification in the bargaining unit.

6.1.2 Seniority shal include time on Workers Compensation leave and unpaid leaves
of absence of fourteen (14) days or less.

6.1.3 Seniority rights shal not be exercised until completion of the required new hire
probationary period. Promoted employees do not have seniority rightsin the new
classfication until they complete the probationary period for the classfication. Withina
classfication therefore, probationary employees shdl be laid off firet, regardless of ther
bargaining unit seniority. Promoted probationary employees will retain bumping rights
within their previous dassfication.

6.1.4 Employees who resign from County employment in good standing and are
subsequently reingtated to their former classification per Section 9.4.11 shall be entitled
to bridge their seniority for al purposes except for layoff. The seniority dete shdl be
consdered the former date of hire, less the bresk in service; except that the lay off
seniority date shdl be the date of reinstatement.

6.1.5 Employeeswho are laid off and subsequently recalled to County employment
within the recall period shdl be entitled to bridge their seniority for al purposes,
induding layoff. Their seniority date for dl purposes including lay off shal be
consdered the former date of hire, less the break in service.

6.1.6 When an entire classfication is diminated and replaced with anew classfication
seniority in the former classfication shal be added to seniority in the new classfication.

6.1.7 Inthe event of atiein bargaining unit seniority, seniority shal be prioritized as
follows

a. Classfication Seniority: Based on total continuous service within the current job
dassfication or homogeneous classfication series. Seniority in a homogeneous
classfication series shal be computed as dl timein any of the classfications.

b. Department Seniority: Based on continuous service in the employees current
department.

c. Countywide Seniority: Based on service with the County in any regular position.
7.0 Layoff.

7.1 The County may layoff an employee based on the dimination of the employee s position
dueto lack of work, lack of funds, reorganization, elimination of services/functions or other
amilar reasons. Additiondly, employees may be laid off through displacement by an employee
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through the bumping procedure outlined in this Agreement. Forced reduction of hours shal aso
be considered alayoff.

7.2 Alternativesto Layoff. The County will make every reasonable effort to avoid layoff of
bargaining unit employees. Such efforts will include consideration of the following Srategiesto
prevent or minimize the effects of layoffs

7.2.1 Termination of temporary employees and consultants.

7.2.2 Temporary reduced work hours programs including reduced workweeks and
furloughs/ shutdowns.

7.2.3 Attrition-based programs such as voluntary layoffs and voluntary retirements.
7.2.4 Reduction of paid leave baances or accrua rates.

The County will solicit Union input as to available and desrable dternatives prior to any find
decisons as to the necessity of the layoff. The County will negatiate with the Union to the
extent that any dternative to layoff program impacts mandatory subjects of bargaining such as
reduced work hours programs or paid leave reductions.

7.3 Selection of Employeesfor Layoff. The gppointing authority shdl identify by
classfication the postions to be diminated. Within classfication, employees shall be sdlected
for layoff based on bargaining unit seniority. If aclassis part of an dternatdy daffed
classfication series, then the position or pogitions dated for layoff shdl be the least senior.

7.4 Layoff Notice. Employees are entitled to receive written notice of layoff in advance of the
action. The Union shdl be notified concurrent with notice to the employee. The length of notice
will vary based upon the nature of the layoff and is detailed below:

7.4.1 Separation from County Service. Employees who will be separated from
County service shdl be provided a minimum of twenty (20) working days notice or pay
in lieu of notice (one day’s pay for each day of notice below twenty).

7.4.2 Reassignment:
a. Employeesreassgned to lower classfications shdl be provided a minimum of
ten (10) working days notice. Employees lateraly reassgned shdl be provided a
minimum of five (5) working days notice.

b. Rather than pay-in-lieu of notice, employees reassgned under the layoff article
will serve the period of notice.
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c. Contingent Layoff Notices: The County may issue contingent layoff noticesto
employees whose positions are not being diminated but who it determines are
subject to being bumped by more senior employees. The contingent notice does not
replace the notice requirements as specified in Section 7.4.

7.5 Reassgnment to Vacant Position and Bumping. Employees facing layoff shal be
offered reassgnment to a vacant postion or afforded bumping rights in accordance with the
following (aflow chart illustrating this process can be found on pages 73 & 74):

7.5.1 Indl cases, claming vacancies and bumping, the employee must be qudified to
perform the duties of the position following a reasonable period of orientation and
traning.

7.5.2 Employees may only claim vacancies or bump into classficationsin which they
have formerly served and satisfactorily completed the probationary period except that
prior servicein any classfication that is part of a homogeneous classfication series shdll
be consdered as qualifying service.

7.5.3 In the event there is more than one qualified candidate for apostion, such
position shal be offered on the bass of seniority.

7.5.4 Employees may not bump across homogeneous classification series lines without
prior service except that employees may bump less senior employees within/between
the Red (11 or 1) and Personal Property Appraiser |l classfication seriesin accordance
with the flow chart found on pages 73 & 74.

7.5.5 In abumping Stuation the employee may only bump when more senior than the
employee being bumped.

7.5.6 Employeesfacing layoff shdl be offered reassgnment to a vacant position or
afforded bumping rightsin the order below. The steps below may be rearranged in
order to provide aminimum pay reduction:
a. A vacant position in the dassification from which the employee is being laid off.
b. A vacant postionin alaterd dassfication within the bargaining unit.

c. Anoccupied postion in alaterd dassfication within the bargaining unit held by
the least senior employee.

d. A vacant postion in the next lower classfication.

e. An occupied postion in the next lower classfication held by the least senior
employee. If abumping employeeisless senior than the least senior employee then
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the bumping employee will bump into the position held by the least senior employee
within the next lower classification, and so on. In the event that the bumping
employee is bumping from a classfication outside of the homogeneous classification
series to postion within a homogeneous classfication series the bumping employee
shal bump the least senior employee within the series and shall be classfied at the
highest leve of the series.

f. A vacant pogition in any other formerly held classfications in the bargaining unit.

7.5.7 If there are no available positions in the steps above the County will make every
effort to place employees subject to being laid off in other vacant positions for which
they are qudified but have no prior service.

7.6 Recall. Employeeswho arelaid off, or reassigned, or digplaced as aresult of bumping, to
alaterd or lower classfication in lieu of layoff shal be placed on arecdl list in order of seniority
for the classfication from which they were laid off and any former cdlassfications. The recdll
period shall betwo (2) years.

7.6.1 Laid-off employeeswill be offered employment in any available vacancy ina
classfication for which they have recdl rights provided they are fully qudified following
areasonable period of orientation and training. In the event there are multiple
employees digible for recal within a dlassfication and multiple vacancies available,
Human Resources shdl coordinate a placement process whereby digible employees are
placed in the most suitable vacancies based on interest, qualifications, and department’s
needs, provided however that this procedure may not be used to recall amore junior
employeein place of amore senior one. The intent of thislanguage isto fadilitate
voluntary placements within the ligt of available vacancies and employees who are being
recdled. Asan dternative to recall, available vacancies may befilled by promotion,
transfer from other classfications or departments or demotion of current employees with
mutua agreement of the department, Human Resources and the Union.

7.6.2 Laid-off employees are digible for consderation for other vacanciesin the
County through the competitive recruitment and sdection procedures and shall be
alowed to compete asinterna candidates for the duration of their recal rights period
and will receive preference as provided by Section 9.3.2. Laid-off employess are
respongble for making themsalves aware of available vacancies other than those for
which they are entitled to recall consideretion.

7.7 Recall Procedure. Notice of recdl shdl be sent to the employee by certified mal a the
last address reflected in the employee' s officid personnd file and the employee must respond
within fifteen (15) cdendar days of the date of the notice. The County may send out multiple
recal notices and recall the most senior employee who responds within the alotted time period.
An employee shdl be dlowed to waive one offer but shal otherwise be removed from the recdl
list for a classification based upon regjection or falure to respond. The employee shdl be
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responsble for notifying the Human Resources Department of any change in address or
telephone number.

7.8 RightsUpon Recall. Employeeswho are recdled shdl be reinstated with al rights
formerly attained including accrued sick leave. The seniority date shal be adjusted to reflect the
time on layoff but the employee shal otherwise retain al service credit hed at the time of |ayoff.
Employeesrecalled to their former classfication shdl be appointed to the step and range
formerly held and credit toward the next sdary anniversary date shal be continued, not including
the time on layoff.

7.9 Benefits Continuation. The County shdl continue the employer’s contribution toward
the cost of medica and dentd insurance through the end of the first calendar month following
layoff.
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APPENDIX B

between

CLARK COUNTY, WASHINGTON
and

ENGINEERS, TECHNICIANS AND OTHER
PROFESSIONALSUNIT

July 1, 2006 - June 30, 2009

Engineers, Technicians, and Other Professonals. Locd 17, Internationa
Federation of Professond and Technica Engineers, AFL-CIO
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APPENDIX B
ENGINEERS AND OTHER PROFESSIONALS
The bargaining unit covered by this Appendix is Engineers, Technicians and Other Professonasand is
defined as dl regular full time and regular part-time employees in the classfications listed below and
represented by the International Federation of Professond and Technica Engineers, Locd 17, AFL-
ClO.

COVERED CLASSIFICATIONS

Title Range
Capita Project Manager | 208
Capita Project Manager 1l 211
Capita Project Manager 111 214
Engineer | 207
Engineer I 210
Engineer 11 213
Ass. Engineering Technician 204
Enginearing Technician 207
Senior Engineering Technician 210
Red Property Assigtant 200
Real Property Agent | 205
Real Property Agent I 208
Red Property Agent 11 210
Desgn Drafter 207
Traffic Sgnd Technician 207
Senior Traffic Signd Technician 210
Waste Reduction Specidist 210
Utility Coordinator 212
Traffic Engineer 214

Realignment. Effectivethefirg of the month following ratification of this Agreement the classification
of Senior Signd Technician shdl be redligned from range 209 to 210. Treatment of employee salaries
shall be handled in accordance with Section 12.6.4.

1.0 Health and Safety. The Union and the County will cooperate in maintaining safe and hedthy
working conditions. Employees will be encouraged to work in a safe mamer. The county shdl be
responsible for ensuring that al work is done in accordance with applicable State, Federa and County
hedth and safety codes, ordinances and/or regulations. Alleged violations of this commitment shdl be
subject to this Agreement’ s grievance procedure: provided however, that any disputes which remain
unresolved after Step 3 of said procedure are not subject to binding arbitration.
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2.0 Equipment.

2.1 Employees shdl not be required to purchase a persond expense tools and equipment
necessary to do the job.

2.2 The County retains the exclusve right to assign County vehicles to employees represented
by the Union or to redtrict, regulate, or rescind such assgnments at any time and in any fashion
subject to seven (7) caendar days advance written notice.

3.0 Transfers.

3.1 “Tranderswithin or between Classfications’ shdl read asfollows. Employeesinterested in
being congdered for other bargaining unit positionsin equa or lower classfications should
submit atransfer request to Human Resources and the gpplicable hiring manager(s). Such
requests shal be kept on file and the department shal consider those requests as positions
become available. Trandfer requests shdl be submitted in writing and shal clearly indicate the
classfication, position(s) and or work assgnments sought. Trandfer requests are in the nature of
a“danding” request and shdl be valid for twelve months for al gpplicable postions. The
employee may re-file or renew atransfer request for succeeding one-year periods.

4.0 Probationary Periods. Theinitid probationary period for those newly hired into the bargaining
unit shal be six (6) months. Employees promoted under the Alternate Staffing Section 8.1.3 of this
Agreement shdl not serve a probationary period following the promotion. All other promotions,
induding those resulting from a recruitment and selection process, shal serve a probationary period of
three (3) months. The probationary periods shal be extended by the length of any unpaid leavein
excess of fifteen (15) days occurring during the probationary period.

5.0 Seniority for the Purposes of L ayoff.

5.1 Seniority for purposes of layoff shdl be based upon bargaining unit seniority, defined asal
continuous service in pogitions within the bargaining unit Snce the last dete of hire or
gppointment to a position in the unit with consideration given to breeksin service asidentified in
thisarticle. The following additional congderations shdl gpply as warranted:

5.1.1 Bargaining unit seniority shal be caculated based upon continuous service Snce
the lagt date of hire or gopointment into any classfication in the bargaining unit.

5.1.2 Seniority shall include time on Workers Compensation leave and unpaid leaves
of absence of fourteen (14) days or less.

5.1.3 Seniority rights shal not be exercised until completion of the required new hire
probationary period. Promoted employees do not have seniority rightsin the new
classfication until they complete the probationary period for the classification. Withina
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classfication therefore, probationary employees shall be laid off first, regardiess of their
bargaining unit seniority.

5.1.4 Employees who resign from County employment in good standing and are
subsequently reinstated to their former classfication per 9.4.11 shdl be entitled to
bridge their seniority for al purposes except for layoff. The seniority date shdl be
considered

the former date of hire, less the break in service, except that the lay off seniority date
ghdl be the date of reinstatement.

5.1.5 Employees who are laid off and subsequently recaled to County employment
within the recall period shdl be entitled to bridge their seniority for al purposes,
including layoff. Ther seniority date for dl purposes including lay off shdl be
considered the former date of hire, less the break in service.

5.1.6 When an entire classfication is iminated and replaced with anew classfication
seniority in the former classfication shdl be added to seniority in the new classfication.

5.1.7 Inthe event of atie in bargaining unit seniority, seniority shal be prioritized as
folows

a. Classfication Seniority: Based on total continuous service within the current job
classfication or homogeneous classfication series. Seniority in ahomogeneous
classification series shdl be computed as dl timein any of the classfications.

b. Department Seniority: Based on continuous service in the employees current
department.

c. Countywide Seniority: Based on service with the County in any regular position.
6.0 Layoff.

6.1 The County may layoff an employee based on the dimination of the employee s position
dueto lack of work, lack of funds, reorganization, eimination of services/ functions or other
amilar reasons. Additiondly, employees may be laid off through digplacement by an employee
through the bumping procedure outlined in this Agreement. Forced reduction of hours shall dso
be consdered alayoff.

6.2 Alternativesto Layoff. The County will make every reasonable effort to avoid layoff of
bargaining unit employees. Such efforts will include consideration of the following Srategiesto
prevent or minimize the effects of layoffs

6.2.1 Termination of temporary employees and consutants.
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6.2.2 Temporary reduced work hours programs including reduced workweeks and
furloughs/shutdowns.

6.2.3 Attritionbased programs such as voluntary layoffs and voluntary retirements.
6.2.4 Reduction of paid leave balances or accrual rates.

The County will solicit Union input as to available and desirable dternatives prior to any find
decisons asto the necessity of the layoff. The County will negotiate with the Union to the
extent that any adternative to layoff program impacts mandatory subjects of bargaining such as
reduced work hours programs or paid |leave reductions.

6.3 Selection of Employeesfor Layoff. The gopointing authority shdl identify by
classfication the postions to be diminated. Within classification, the gppointing authority shal
identify the positions to be diminated, employees shdl be selected for layoff based on seniority.

6.4 Layoff Notice. Employees are entitled to receive written notice of layoff in advance of the
action. The Union shdl be notified concurrent with notice to the employee. The length of notice
will vary based upon the nature of the layoff and is detailed below:

6.4.1 Separation from County Service. Employeeswho will be separated from
County service shdl be provided a minimum of twenty (20) working days notice or pay
in lieu of notice (one day’s pay for each day of notice below twenty).

6.4.2 Reassgnment:

a. Employeesreassgned to lower classfications shdl be provided a minimum of
ten (10) working days notice. Employees laterdly reassgned shal be provided a
minimum of five (5) working days notice.

b. Rather than pay-in-lieu of notice, employees reassgned under the layoff article
will serve the period of notice.

c. Contingent Layoff Notices: The County may issue contingent layoff noticesto
employees whose pogitions are not being diminated but who it determines are
subject to being bumped by more senior employees.

6.5 Reassgnment to Vacant Position and Bumping. Employees facing layoff shdl be
offered reassgnment to a vacant position or afforded bumping rights in accordance with the
fallowing:

6.5.1 Inal cases, claming vacancies and bumping, the employee must be qudified to
perform the duties of the pogition. Qudified is defined as able to perform the duties
following a reasonable period of orientation and training.

Clark County and Local 17 Page 80
Agreement for 2006 —2009



6.5.2 Employees may only claim vacancies or bump into classficationsin which they
have formerly served and satisfactorily completed the probationary period except that
prior service in any classification thet is part of a homogeneous classification series shal
be consdered as qualifying service.

6.5.3 Employees may not bump across department lines, except that employees may
bump less senior employees, across departmenta lines within/between pogtionsin the
Engineer or Engineering Technician series and Utility Coordingtor.

6.5.4 In the event there is more than one qualified candidate for apostion, such
position shdl be offered on the basis of seniority.

6.5.5 Employees may not bump into occupied positionsif there are vacant postionsin
the same or laterd classfications that are available and suitable.

6.5.6 Inal bumping Stuations, the bumping employee must be more senior than the
employee being bumped.

6.5.7 Employees facing layoff shdl be offered reassgnment to a vacant position or
afforded bumping rightsin the order below. The steps below may be rearranged in
order to provide aminimum pay reduction.

a. A vacant postion in the classfication from which the employeeis being laid off,
firg in the department then in the bargaining unit.

b. A vacant podtionin alaerd classfication first in the department then in the
bargaining unit.

c. An occupied postion in the same classfication held by the least senior
employee. If the bumping employee is not qudified to perform the work of the least
senior employee, the employee may bump the next least senior employee within the
same classfication.

d. Anoccupied pogtion in alaerd classfication held by the least senior employee.
If the bumping employee is not quaified to perform the work of the least senior
employee, the employee may bump the next least senior employee within alatera
classfication.

e. A vacant pogtion in the next lower classfication

f.  Anoccupied postion held by the least senior employee in the next lower
classfication. If the employeeis not qudified to perform the work of the least senior
employee the employee may bump the next least senior employee, and soon. In
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the event the bumping employee has less seniority than any employee in the next
lower classfication, or is not qudified, then the bumping employee will repest the
above process in the next lower classfication and so on.

0. A vacant pogtion in any other formerly held dassfications in the bargaining unit.

6.6 If there are no available positions in the steps above the County will make every effort to
place employees subject to being laid off in other vacant postions for which they are qudified
but have no prior service.

6.7 Recall. Employeeswho arelaid off, or reassgned, or displaced as aresult of bumping, to
alaterd or lower dassficaion in lieu of layoff shdl be placed on arecdl list in order of seniority
for the dassfication from which they were laid off and any former classfications. The recall
period shall betwo (2) years.

6.7.1 Laid-off employeeswill be offered employment in any available vacancy ina
classfication for which they have recdl rights provided they are fully qudified following
areasonable period of orientation and training. In the event there are multiple employees
eigible for recdl within a dassfication and multiple vacancies available, Human
Resources shal coordinate a placement process whereby digible employees are placed
in the mogt suitable vacancies based on interest, qudifications, and department’ s needs,
provided however that this procedure may not be used to recal amore junior employee
in place of amore senior one. The intent of this language isto fadilitate voluntary
placements within the list of available vacancies and employees who are being recaled.
Asan dternative to recdl, available vacancies may befilled by promotion, transfer from
other classfications or departments or demotion of current employees with mutua
agreement of the department, Human Resources and the Union.

6.7.2 Laid-off employees are digible for congderation for other vacanciesin the
County through the competitive recruitment and sdection procedures and shdl be
dlowed to compete asinterna candidates for the duration of their recall rights period
and will receive preference as provided by Section 9.3.2. Laid-off employees are
respongble for making themsdves aware of avallable vacancies other than those for
which they are entitled to recal consideration.

6.8 Recall Procedure. Notice of recdl shdl be sent to the employee by certified mail a the
last address reflected in the employee’ s officid personnd file and the employee must respond
within fifteen (15) calendar days of the date of the notice. The County may send out multiple
recall notices and recdl the most senior employee who responds within the dlotted time period.
An employee shdl be dlowed to waive one offer but shal otherwise be removed fromthe recal
list for a classfication based upon reection or failure to respond. The employee shdl be
responsible for notifying the Human Resources Department of any change in address or
telephone number.
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6.9 RightsUpon Recall. Employeeswho are recdled shdl be reingtated with dl rights
formerly attained including accrued sick leave. The seniority date shall be adjusted to reflect the
time on layoff but the employee shdl otherwise retain dl service credit held at the time of layoff.
Employees recdled to their former classification shal be gppointed to the step and range
formerly held and credit toward the next sdary anniversary date shdl be continued, not including
the time on layoff.

6.10 Benefits Continuation. The County shal continue the employer’ s contribution toward
the cost of medica and dentd insurance through the end of the first calendar month following
layoff.

7.0 Other Employment Practices.
7.1 Survey Party-Chief Premium.

7.1.1 Anemployee assgned the Survey Party- Chief respongibilities shal receive a 5%
premium (approximately one step increase) on dl hours worked during the assigned
shift.

7.1.2 Assgnmentswill typicaly be made on along-term basis (one month or morein
duration). Employees on along-term assgnment shall receive the premium rate for pad
leave (holiday, Sick, vacation, etc.). Employees on short-term assgnments (i.e filling in
due to vacation or Sck leave; specid assgnment of short-duration during peak seasons)
shdl not receive the premium rate for paid leave.

7.1.3 This premium recognizes the Survey Party- Chief’ s leed responsbilities on the
work gte. Management retains the right to determine and assign the most qudified
employee for this assgnment, and retains right to change and/or remove assigned
employee based on qudifications and fit.

7.2 Project Employment & Use of Contract Employees. Section 4.4 is supplemented as
follows. The County agreesto provide to Loca 17, upon request, the job classifications,
description of work assgnments, and expected duration of employment of project and contract
employees who are performing Loca 17 bargaining unit work.

7.3 Engineering Technician Certification Premium.

7.3.1 The County agreesto provide a certification premium of 5% for Enginesring
Technicians achieving one or more certifications. The intent of the certification premium
is to acknowledge and reward the added val ue these provide to work unit and
department gods. Certifications which may entitle an Engineering Technicianto this
premium include those listed below. Other certifications may be added to thislist with
mutua agreement of the Union and County. An employee receiving certification pay
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under this Section shdll not be required to perform work outside the classification
except in accordance with the work out of class provisons of this Agreement.

a. Through the Washington State Department of Licensing: Professonad Land
Surveyor, or the Fundamentals of Engineering waiver.

b. Cetification as an Engineer-in-Training through any sete certifying agency
equivaent to the Washington State Department of Licensng

7.3.2 Tobedigiblefor the certification premium, employees must have a minimum of
one year as a Clark County Engineering Technician, provide documentation of a
current, active and appropriate certification, be performing satisfactorily, receive annud
digibility approva including the immediate supervisor’ s verification that the certification
is relevant to the employee’ swork assignment, and not currently be receiving any other
premium such as the Survey Party-Chief or Project Manager premiums.

7.3.3 Theeffective date of the premium shdll be the date of submission of the
documentation of the certification to the immediate supervisor.

8.0 Project Management Premium. The Engineering Divison of the Department of Public Works
has periodic need for employees to manage identified projects in congtruction, maintenance and other
aress. This need may arise when the volume of projects requiring oversight exceeds the capacity of
those regularly designated to manage projects. For purposes of the Project Management Premium
program, employees not otherwise expected to manage projects as a part of their classifications may be
eigible for premium pay when in Project Management assignments.

8.1 Eligible Employees:
All Locd 17, IFPTE members within the Department of Public Works and in one of the
classficationslisted in Section 8.2 are digible to work asinterim project managers and earn

premium pay under the provisons of this Section.

8.2 Eligible classfications:

Red Property Assgtant 200
Enginearing Technician, Assgtant 204
Real Property Agent | 205
Desgn Drafter 207
Engineer | 207
Enginearing Technician 207
Traffic Sgnd Technician 207
Capitd Project Mgr | 208
Red Property Agent |1 208
Treffic Sgna Technician, Senior 210
Engineer I 210
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Engineering Technician, Senior 210
Red Property Agent 11 210
Waste Reduction Specidist 210
Engineer 11 213

8.3 Eligible Projects: Any project approved by the Director of Public Works may be
consdered under this program.

8.4 Application and Approval Procedures. Employeeswho are assgned or who wish to
volunteer for this program shdl firg receive the permission of their Section Supervisor, who will
then submit their names in writing to the Project Manager Section Manager for congderation.
As projects become available, the Project Manager Section Manager will sdect the employee
based upon input from the manager.

8.5 Compensation: Highble employees approved and assigned to project management
respongibilities under this Section will be digible for premium pay of five (5%) percent. Such
pay shal be based on the current hourly rate of pay and will be applied to actua hours worked
as Project Manager. The premium pay will be processed through usual timesheet and work
order documentation and will be coded as“Work out of Class.”

8.6 Project Milestonesand Cancellation of Premium. Employees assigned to be project
managers under this Section will be measured againgt their ability to meet project milestones as
identified in the Project Scoping Report which includes design, right of way, and construction.
The Project Management Section Manager and the Public Works Director will have the sole
right to cancel an employee' s participation in the program & any time it is determined the critica
milestones are not being met as required under the project.

9.0 Clothing Allowance. Public Works Enginesring Technician (series) fidld employeesin the Survey,
Environmenta Permitting, Congtruction Ingpection and Utilities Ingpection Divisons and Traffic
Signd Technicians shdl receive reimbursement for up to $125.00 per year for clothing and boots
appropriate to the work.

Community Development employees shdl recaive the following alowances for purchase of County
identifiable clothing which must be purchased through County catalogues. These dlowances go
into effect January 1, 2007.

Position Clothing Work Boots | Allowance/
Reimbur sement
Engineering Techs (primarily $300 thefirgt year; For usein purchasing
field personnd) replace as needed up to county recognizable
amax of $150/year clothing such as jackets
or shirts with logo.
$100/year Reimbursement
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Enginears & Enginearing Techs
(occasional fidd work)

1 shirt, 1 jacket, 1 cap

Expected to be worn
whenin the fidd.

For Community Development, employees shdl receive the full initid alotment for the first year
regardless of the month of hire. There shal be no pro-ration based upon hire or termination dates.
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APPENDIX C

MEMORANDUM OF UNDERSTANDING
REGARDING HEALTHCARE BENEFITS

ThisisaMemorandum of Understanding between the undersigned parties creating a Clark County
Multi-party Hedlthcare Committee.

Purpose: Itisthe purpose of the Healthcare Committee, working within the negotiated parameters, to
seek a balance between the continuance of the quality of care traditionally provided to the County's
employees and keegping the parties costs to a minimum, while meeting legal and contractua obligations.

Committee M ember ship: The Committee shal be comprised of two representatives from each
bargaining unit (including representation from their respective union saff), two representatives from the
ranks of the non-represented employees and up to eight representatives from management provided that
bargaining unit representation shal dways make-up no less than two-thirds (2/3) of the total
membership.

Ratification of this Memorandum of Understanding by the signatories shal empower each party's
selected representatives to reach a binding decision. Such decisons shdl be reached by atwo-thirds
(2/3) mgority of dl members of the Committee present or via proxy. Members who will be absent
during amesting may participate in decisons by submitting avote by proxy.

One union representative and one management representative will be selected to serve as meeting
coordinators who will set meeting times and places, prepare agendas and arrange for meeting minutes to
be prepared and distributed.

Parameters of the Committee: The Committee is authorized to determine hedthcare benefits for the
parties based upon the following parameters.

Current hedthcare benefits shdl be maintained during the 2007 benefit year.

The Committee shdl research and make decisions about the structure, coverage, design, and
plans, excluding igibility, of medica and denta insurances provided to employees.

The Committee shdl determine the cost didtribution for the payment of insurance premiums
between that portion contributed by the County and that which may be contributed by the
employee.

The Committee shal meet on County time but the County shdl not be required to pay overtime
to any member due to the scheduling of daytime meetings outside some members norma work
shifts. Committee members meeting outside of their regularly scheduled shift will be permitted to
flex or adjust schedulesif possible to accommodate meeting attendance.

Asthelagt item on its agenda, the Committee shdl draft and publish an update of every medting.
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Departments within the County will promptly provide al requested information about insurance
that isin the possession of the Departments.

The Committee will set meeting dates as determined necessary.

Budget for the Committee: The County’sfinancid commitment to funding healthcare benefits shdl be
limited per the budget formulas identified below. These will initiate from the 2006 budget of $922.46
per employee per month. The table below identifies the budget within which the Committee will work

to make decisons regarding hedthcare.

-

Y ear Percent Increase Per EE Per Mo.
2007 8.0% $996.26
2008 9.0% $1,085.92
2009 10.0% $1,194.51

In addition to the above referenced amount, for benefit year 2007 only, the Committee may
utilize the previoudly approved carry forward of $53.39 per employee per month.

During the benefit years 2008 and 2009, any dlocated healthcare amounts which are not utilized
by the Committee in the 2007 or 2008 benefit years may be utilized in subsequent benefit years
during the term of this Agreement; but in no event may the amount used exceed a 27.0%
increase over the term of this Agreement.

The Committee is dso tasked with providing cost projections for the 2010 benefit year.

Decision making:

Changes: During the term of this MOU, the Hedlthcare Committee may modify this
Agreement by a2/3 mgority. Any such modifications shdl not need further ratification.
However, any such modification must be in kesping with the spirit of thisMOU as origindly
created.

The Committee may choose to work with a Mediator. The Mediator shal not be avoting
member of the Committee. However, if the Hedthcare Committee is unable to reach adecision
for any benefit year by October 1, the Mediator shdll direct asolution. Such solution shall be
binding on dl parties to this Memorandum of Understanding. The Mediator’s solution shdl be
within the parameters outlined above, based upon her/his understanding of the positions of the
parties gained through the mediation process. Therefore aforma hearing shdl not be

necessary.

If any costs are attached to the mediator’ swork they shall be paid asfollows. Clark County
50%; the remaining fees shdl be divided equaly among the participating units.
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ThisMOU is covered under the grievance provisons of the collective bargaining agreements for
purposes of the parties compliance with the terms and conditions contained herein.

ThisMOU shdl expire June 30, 20009.
SIGNATURES:

Locd 11, Office & Professonad Employees

Chair — Board of County Commissioners

Locd 17, Engineers & Other Professonds

Loca 17, Appraisers & Other
Professonds

Local 307CO, Public Works & Community
Development

Locd 1374, Machinists

Informetion Technology Guild

Clark County Digpatchers Guild

Locd 335, Hedlth Care Divison

Francine M. Reis, Human Resources Director
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